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Attached to this memorandum is the Report of the Chancellor's Com-
mission on the Status of Women. It was first submitted to me September 3, 1976. 
On September 7, 1976, I responded to the then Chairpersons, Jan Belcher and 
Antonina. Gove ,, saying that we would move im.mediately to address the recom-
mendations and that I was as king the Provost and Executive Vice-Chancellor, 
Mr. Surface to supervise the activity. The Report reflects much effort by the 
members of the Commission and the Commission's coordinator, and I am grateful 
for this effort. 1 have sought the advice of Vice ... Chancellor Surface, and. he has 
asked the advice of others, on the best way to derive the greatest and earliest 
benefit from the work of the Commission. 
At my request, copies of the Report were sent to several Deans and 
General Officers of the University. The Report includes a number of recom-
mendations. Some of the actions suggested had been taken before I received the 
Report; two were being studied and have now been effected. We will continue to 
study the others, implementing those that are feasible and within our financial 
means. 
The Commission's letter of September 3, 1976, suggested wide distribution 
of the Report itself. I therefore asked Mr. Surface to have the Report reviewed 
with that prospect in mind. He did. Some who read the Report expressed concern 
about various passages that appeared in the Report, and those concerns led 
Vice-Chancellor Surface to request the University's General Counsel, Jeff Carr, 
to consider the Report from the standpoint of legal considerations arising from 
its proposed general distribution. 
Mr. Carr identified three types of possible legal difficulties. 
First, the original draft appeared to leave some doubt as to the identity 
of those members of the Commission who should be considered authors of the 
Report. Mr. Carr suggested to the chairpersons of the Commission that it might 
be well to clarify this matter. The chairpersons conferred with members of the 
Commission about whom they felt there might be some question, and as a result 
of those conferences made a minor modification in the ninth, unnumbered page 
in the beginning of the Report that lists the members of the Commission and the 
years of their active participation. Mr. Surface and Mr. Carr have now been 
assured that the listing, as it now appears, along with the last sentence on Page iii, 
accurately reflects the participation and position of the individual members listed. 
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Second, Mr. Carr expressed concern to the chairpersons about several 
specific references to individuals that appeared to be undocumented or unfair. 
In recognition of these concerns, the presently active members of the Commission 
modified some of the references, and these modifications are reflected in the 
attached Report. 
I should note in particular that among the readers of the Report three 
individuals have questioned the accuracy of statements attributed to them that 
appear in the attached Report. These are Dr. Vernon Wilson, Mr. Glen Clanton, 
and Mr. Carr, and I have a memorandum from each that will be made available 
through my Office to those who are interested. Should other readers of the Report 
wish in the future to comment on passages that pertain to them, they may also 
forward memoranda to my office and those memoranda will be made available on 
request. 
Third, Mr. Carr alerted the chairpersons to the desirability of obtaining 
the consent of the authors or publishers of some of the materials reprinted in the 
Report, prior to the general distribution of the Report. I understand that these 
consents have now been obtained, where thought necessary by the chairpersons. 
The changes in the Report adopted by the presently active members of the 
Commission as the result of Mr. Carr's comments (along with a change on page i to 
reflect more accurately the charge to the Commission) have been effected by the 
substitution of the affected pages, in consultation with Professor Gove, and I under-
stand that all of these changes have been approved by these members of the Co1n-
mis sion. This memorandum has itself been read by Professor Gove arid changes 
in it thought necessary by Professor Gove have been made. 
Some portions of the Report will be found controversial by readers, and the 
accuracy of the findings and the feasibility of the recommendations may be debated. 
Nonetheless, I hope that the Report serves a useful purpose in increasing the 
sensitivity of persons associated with the University to the interests of women. 
Vanderbilt, and I personally, remain committed to the principles of equal opportu-
nity and equal rights for all persons without regard to sex, race, or other irrele-
vant considerations. The appointment of the Commission on the Status of Women 
in 1972 was an effort to help in the fulfillment of those principles. 
A. H. 
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1972-1976 
CHARGE TO THE COMMISSION 
In the spring of 1972, Professional Women at Vanderbilt, an ad hoc 
group of faculty, staff, and graduate students, requested that Chancellor 
Alexander Heard appoint a formal cotmnission to study the status of women 
at Vanderbilt. Their request contained the recommendation that the charge to 
the Commission include the following tasks: 
to investigate the conditions of employment for 
women, the status in faculty, administration and 
staff positions, curricular offerings which per-
tain to the study of women, the quality of life 
for women students, and attitudes toward women in 
the University community; to review current Uni-
versity policy and procedures pertaining to these 
matters; to develop and make public a plan for 
Affirmative Action, and to recommend innovative 
means to implement all proposals.* 
In response to the request of the Professional Women, the Chancellor appointed 
the Commission on the Status of Women at that time. The general charge to the 
Commission as contained in a letter of invitation to prospective Commission 
members from Executive Vice-Chancellor James R. Surface was: 
We are asking the Commission to identify and appraise 
the current situation at Vanderbilt vis-a-vis its 
female students, faculty, and staff and to make such 
recommendations for change in policies and procedures 
as it deems appropriate. 
In November 1973, the Commission submitted an interim report on the 
status of faculty women in the College of Arts and Science: 
Because the inadequate representation of women 
on the full-time faculty at Vanderbilt has become 
patent to the Commission on the Status of Women, 
and because we think that remedies should be 
sought before the final report of the Commission 
is ready, we are at this time submitting an 
interim report based on the findings of the 
sub-committee responsible for this group. 
*The Opport ~;ity Development Officer was charged with the 
responsibility of developing the affirmative action plan. To our 
knowledge it has not been made public. 
That report covered such data as the proportion of women to men on the 
faculty at the time, salary comparisons with men by rank, promotions, 
problems with entry into the academic system, and the general climate 
for women faculty at Vanderbilt. There were seven recommendations. 
Two were subsequently implemented: the University adopted a part-time, 
full-status policy for tenure-track appointments at less than full-time, 
and a revision was made of the parental leave policy. A copy of the 
interim report appears in the Appendix. 
In January 1976, the Commission submitted fourteen midyear recom-
mendations. The complete set of recommendations appears in the Appendix. 
The Commission was informed by letter from the Chancellor that each 
recommendation had been referred to the appropriate administrator for 
study. To date we have had no further information as to the status of 
these recommendations. 
In accord with our charge we are now submitting our final report. 
In the course of this year alone we have spoken with hundreds of staff 
women from all areas of the University, with a large percentage of 
graduate and professional school women and with undergraduate women in 
many settings. During these discussions a variety of topics relevant to 
the status of women were brought up. We state at the outset that there 
was a great deal of dissatisfaction expressed. Our recommendations and 
proposals come from the discussions, questionnaire responses, and data 
analysis. They reflect what we think necessary for the University to 
demonstrate commitment and good faith to affirmative action at 
Vanderbilt. 
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Title VII and Title IX now exist to provide federal legal support 
and endorsement of equality for women and minorities. However, we do 
not consider that merely meeting the letter of the law will effectively 
eliminate discrimination against women on this or any other campus. In 
fact, in some instances the legislation which is designed to "protect" 
actually threatens the status of women. 
Women can anticipate even further rational-
ization for a backward thrust when Title IX 
is implemented •.• Special programs and fellow-
ships for women students appear to be in danger 
of violating the regulations. Alreaqy, we have 
had to answer charges of discrimination against 
men in the creation of women's centers, special 
counseling programs, and continuing education 
projects. Given the political and budgetary 
climate of the seventies in universities 
throughout the country, it seems reasonable to 
predict continued withdrawal of special programs, 
greater reluctance to adopt any new projects, 
and pronounced losses in the area of minority 
and female recruiting and hiring practices. 
("The Illusion of Affirmative Action," Marilyn 
Gittell, Change, October 1975, p.42) 
It would be naive not to predict some of those same responses at 
Vanderbilt. We believe it is important for both women and men to fight 
those responses, however, and to insist that the University make 
equality for women not only a concern but a~ priority. Liberation 
for women liberates men as well. The report which follows is endorsed 
by the Commission on the Status of Women members active during the 
year 1975/1976 . 
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DATA COLLECTION 
The work of the Commission on the Status of Women at Vanderbilt 
was seriously hindered by the University's inadequate system of data 
collection. It was necessary for us to spend much valuable time 
collecting information which should have been on file already, and often 
we were unable to obtain data that would have added to the comprehen-
siveness of the analysis. It is unfortunate that Vanderbilt does not 
have a more systematic, comprehensive, and useful data collection 
process. Our problems fell into two general categories: 
EXISTING BUT INACCURATE DATA 
Mis-codings of sex, rank, and job categories in personnel files; 
out-dated information in personnel files (including some employees 
who have not worked at Vanderbilt for several years; discrepancies 
in ntllllber, rank, and tenure status of faculty; and an absence of 
data for some years or departments. Before we could begin to 
obtain useful information on staff it was necessary to wait while 
the Personnel Department spent inntllllerable hours correcting the 
computer-readable employee file for missing data, coding errors, 
and out-of-date coding. Before we could analyze faculty data on 
hiring, tenure, and rank it was often necessary to call schools 
and even individual departments to try to reconcile discrepancies 
and correct errors. Sometimes we were unable to reconcile them 
and were forced to make a choice as to which data to use. 
UNAVAILABLE DATA 
The computer-readable file on employees contained only the 
following information: job title; department; race; sex; pay 
grade; Department of Health, Education and Welfare code; and wage. 
To improve its utility for the type of study which the Connnission 
has attempted, and which we think needs to be done, the file 
should be expanded to include: 
1. date of birth; 
2. VU job history (including number of years at Vanderbilt), 
all position (job) titles held, promotions and 
reclassifications; 
3. past job history (prior to Vanderbilt) relevant to 
Vanderbilt job or not; 
4. formal education (including number of years) and job-
related education (including apprenticeships). 
The computer-readable file on faculty contained only the following 
information: department, rank, race, sex, date of employment, 
and salary. In order to improve its utility this file should be 
expanded to include: 
1. date of birth; 
2. last degree obtained and the date it was obtained; 
3. number of years of teaching experience. 
Additional faculty information for affirmative action reporting 
should include a hiring file by department, giving for each new 
position the number of applicants, the number of applicants 
interviewed, and the number of applicants considered, all by sex 
and minority status. 
Some data were unavailable to us because of general inaccessibility. 
This was especially true on student information, where records have 
been kept but not tabulated; where information was tabulated but 
not by sex or tabulated by sex and not by minority status. For an 
adequate study of students the following information should be 
available: 
1. Financial aid figures by sex, minority status, and 
department, showing: 
-the amount of aid received by male and female under-
graduate, professional, and graduate students according 
to the type of aid; 
2. Attrition rates by school, department, sex, and minority 
status to provide a history of each entering class: 
-the number who entered at the baccalaureate level 
-the number who received baccalaureate degree 
-the number entering master's program 
-the number who formally withdrew before completing 
master's degree 
-the number who received master's degree 
-the number who entered a doctoral program 
-the number who formally withdrew before completing 
doctorate 
-the number who received a terminal master's 
-the rtmnber who received a doctoral degree; 
3. Number of applications by department, sex, and 
minority status for all undergraduate artd graduate 
and professional students compared with number of 
acceptances; 
4. Enrollment by minority status by sex for school, 
department, and class. 
"The movement which leads women toward a high intellectual 
culture is not evil, but it ought to have important correc-
tives, in the teaching given, so as to restore to its true 
place, which should be the first, the role of woman as 
wife and mother. Superior individuals only--and they are 
naturally very rare--can pretend that they are exempt from 
this law, and the highest virtue of a woman, even an 
educated one, is still to make sure the future of the 
race." 
Maurice Caullery,biologist and professor at 
Harvard University, 1916, in his book Universities 
and Scientific Life in the United States 
"Well, my dear, why don't you just get married to that 
boy down in Mississippi and forget about all this nonsense 
of which courses to take?" 
Vanderbilt faculty male to senior woman seeking 
advice about courses for her last semester, 1973 
"Women don't belong in higher education." 
Tenured Vanderbilt professor, chairman of his 
department, to female graduate student, 1975 
INTRODUCTION 
Vanderbilt's report on the status of women is completed as we 
enter the sixth year of the history of affirmative action in American 
universities. In one respect that points out how late we are in 
addressing some extremely important issues. In another respect, we are 
fortunate to be writing our report with the benefit of experiences of 
commissions on other campuses and the benefit of a historical perspective 
on affirmative action itself.* 
Affirmative action grew out of the Civil Rights movement in the 
1960 1 s but has, in fact, become a program of the 1970's. As one author 
states: "Its history represents part of the general retreat of American 
society from a major thrust toward equality in the 1960's to a neo-
social Darwinism in the 1970's." (Change, October 1975, p.39) One might 
question the accuracy of the first part of the statement--that the 1960's 
represented a major thrust toward equality--but it is difficult to argue 
with the second part when one looks at how short a distance women and 
minorities have come in the last six years. 
The force of the opposition to affirmative action was impressive. 
At the outset there were meetings held by male academicians to launch a 
campaign to forestall Office of Civil Rights legislation. Two organi-
zations in particular, the Committee for a Rational Alternative and the 
Committee on Academic Non-Discrimination and Integrity, produced articles 
and statements predicting disaster for universities should affirmative 
*The review of the history of affirmative action is from an article by 
Marilyn Gittell, "The Illusion of Affirmative Action," Change, 
October 1975. 
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action legislation be passed. They refused to report or allow the 
reporting of the sex and race composition of faculties. The opponents 
of affirmative action caused such a stir that the New York Times carried 
an article which was headlined ''Minority Hiring Said to Hurt Colleges," 
and reported that faculty standards had been lowered as a result of 
affirmative action programs. Interestingly enough the article reported 
programs that had not yet been adopted. The Chronicle of Higher 
Education carried aspects of a study by Ladd and Lipset which discussed 
the "conflict" between meritocracy and egalitarianism caused by 
affirmative action legislation. 
The real threat of affirmative action was not that academic 
standards would be lowered. Rather it was that traditional centers of 
power might be disrupted by creating decision-making possibilities for a 
segment of the population previously unrepresented. An additional 
argument that affirmative action involved too much paper work veiled a 
fear that the more informal male referral system would be challenged. 
The fears were premature. Our discussions with women on the Vanderbilt 
campus support national trends: women still have little decision-making 
power at the upper levels; there are almost no women of senior faculty 
rank; and the male referral system still operates quite effectively. 
One may assume that this is true on the majority of campuses. 
Not only has there been widespread opposition to affirmative action 
legislation on the part of many academicians but the Department of Health, 
Education and Welfare (HEW), the official body for the legislation, has 
been relatively ineffectual in dealing with the numerous complaints. In 
addition, HEW itself has been accused of discrimination against women. 
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Data indicate that except for an increase in lower-level employment for 
women and a very few successfully negotiated class-action suits, the 
status of women in universities has changed very iittle. 
The experiences of commissions to study women's status on other 
campuses illustrate the seriousness of the problem. Marilyn Gittell 
served as chairperson for two years on the commission at the City 
University of New York. Their report included thirty policy recommen-
dations. Only two were adopted. At Yale, the associate provost and 
· affirmative action officer, Jacqueline Wei Mintz, resigned in frustration 
stating that "the greatest disappointment has been the inadequate level 
of support from the president" (Yale Alumni Magazine, April, 1976, 
pp.32-33). In many instances, academic departments and the administration 
limit cooperation to the minimum necessary to fulfill the letter of the 
law, but not the spirit. The statement "We do not want to do any more 
that we legally have to" was made to Vanderbilt's Title IX Coilllll.ittee 
by the Vice-Chancellor for Legal Affairs. 
It is not surprising, then, that the Commission on the Status of 
Women at Vanderbilt, after completing its report, concludes that women 
on this campus seldom receive equal treatment with men. Indeed it would - _,,_ 
be most surprising if Vanderbilt were an exception to the national and 
historical pattern. It is true, however, that conditions are better in 
some areas than others. We make those distinctions in our report in 
order to establish priorities for action. 
We have had great concern that our data be reliable. The two types 
of data that we have used, statistical and personal, reinforce each other. 
One without the other ~ould be insufficient. rhe statistical data 
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indicate nlllllerical trends; personal data indicate attitudes and climate. 
We are as concerned about the climate at Vanderbilt as we are about the 
nlllllbers, or lack of nlllllbers, of women. Some nlllllbers have changed as a 
result of legislation, but it is unreasonable to suppose that one can 
legislate out of existence 200 years of discrimination in this country 
alone. Climate and behavior will change only when women and men 
consciously make it change: had women not been active since the late 
1960's there would be no Title IX. The passing of legislation does not 
diminish the urgency for continued action. 
TITLE IX 
The Commission report includes a special section on Title IX in its 
introduction because we feel that Vanderbilt women are not aware of the 
potential of this legislation; Vanderbilt has not encouraged women to use 
Title IXj and the University has not in practice demonstrated its commit-
ment to affirmative action. 
The body of federal legislation referred to as Title IX, which 
became effective on July 21, 1975, is far-reaching and comprehensive 
protective legislation for women. It protects Vanderbilt women students 
from sex discrimination in six major areas: counseling, treatment 
(insurance, health services, employment, housing, honors, activities, 
behavior codes, dress codes), marital status, parental status, athletics, 
and financial assistance; and Vanderbilt staff and faculty in general 
employment (recruitment, job classification, compensation, fringe benefits, 
marital and parental status, pre-employment inquiry). All educational 
·~nstitutions receiving federal assistance must comply with the regulations 
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of Title IX in order to continue receiving that assistance. While women 
faculty and employees have been covered under Title VII (which protects 
against discrimination because of race and/or sex), Title IX is the first 
legislation protecting women students. 
It is important legislation. However, because it comes at a time 
when women have cause to question their progress through affirmative 
action measures,* we must look at Title IX soberly. The legislation is 
potentially far-reaching in its effects for women only if women are aware 
of its potential; if women use the legislation; .!£the University commits 
itself to encouraging women to use the legislation; and if the University 
is committed to affirmative action. 
In July 1975, the federal government specified four tasks to be 
implemented by October 1975 for compliance with Title IX. A fifth task 
was to be implemented by July 21, 1976. The four for immediate implemen-
tation were: 1) notification of policy of nondiscrimination on the basis 
of sex and compliance with Title IX, to be included in local newspapers 
and student/employee publications, and to be noted personally (by memo 
or other written manner) to every student and employee; 2) designation 
of employee(s) responsible for coordinating compliance efforts, and 
notification of the name, address, and phone number of said employee(s) 
*The Executives' Digest reports that the earnings gap between working 
women and men is wider today than it was twenty years ago. "Today, women 
holding fulltime jobs earn 43 percent less than the average for men; two 
decades ago, the disparity was only 36 per cent. Among university 
graduates last year, average earnings for men were $17,200; for women, 
$10,400"(April 1976). The Chronicle of Higher Education reports that the 
status of faculty women has deteriorated over the past year in hiring, 
pay, and academic rank. "In 1974-75, the women's compensation averaged 
4.5 percent less than the men's in the same faculty rank. In 1975-76, 
the gap in compensation •.. in the same ranks increased to 5.2 per cent" 
(June 28, 1976). 
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to all students and employees; 3) development, publication, and 
implementation of a grievance procedure(s) for handling student and 
employee complaints alleging violations of Title IX; 4) submission of 
assurances of compliance with every application for federal financial 
assistance. The fifth responsibility, to be implemented by July 21, 1976, 
was an institutional self-evaluation to assess institutional or agency 
policies and practices for compliance with regulation requirements and 
modify them where necessary to ensure compliance. 
Vanderbilt University is in violation of responsibility three (3). 
Grievance procedures were not established by October 1975, for complaints 
alleging violations of Title IX. To our knowledge such procedures still 
have not been established or published. There are written grievance 
procedures for both staff and faculty in the handbooks. Neither of them 
addresses Title IX specifically, as is required according to the director 
of the Higher Education Branch, Office of Civil Rights, Atlanta. We are 
not aware of the University's having issued a special connnunication to 
faculty and employees to update those procedures. We found there to be 
no grievance procedure for graduate or undergraduate students who have 
complaints against the University. To our knowledge no special communi-
cation was issued to students. 
The Commission in its hundreds of discussions found very few 
women who knew that Vanderbilt had designated a Title I X officer, much 
less who the person was. This general unawareness leads us to believe 
that the University did not inform every employee and student personally 
as to the designation, name, address, and telephone number of the Title IX 
officer. The University's failure to do so would constitute a violation 
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of responsibility two (2). If it was intended that Title IX complaints 
be handled through the already existing Opportunity Development Office, 
this intention was not effectively communicated. Posters distributed by 
that office informed employees of protection under Title VII.* 
During discussion with campus women the Commission also found that 
few had any knowledge of Title IX at all. We consider this to be a most 
serious discovery, and one which leads us to question the University's 
commitment to affirmative action. Women cannot use a grievance procedure 
for sex discrimination cases if they do not know what is covered by the 
legislation. While the legislation does not state that a university 
must distribute information about the content of Title IX (a curious 
omission, we might add), it does require that a university-wide Title IX 
Evaluation be completed and on file at the university by July 21, 1976. 
There were at least two documents published outlining suggested procedures 
for implementing the institutional self-evaluation.**Both suggest that 
the entire campus--students, faculty and staff--be notified of and 
involved in the evaluation. The suggested procedure has not been 
followed at Vanderbilt. It is thus not surprising that the Vanderbilt 
campus conununity is largely unaware of the content of Title IX. It is 
*As of June 30, 1976, the designated Title IX officer resigned from the 
University. To our knowledge the campus community has not received any 
written conununication regarding interim measures for handling Title IX 
complaints while a new person is sought for the position. 
**The two documents that have come to our attention are: 1) "Complying 
With Title IX: Implementing Institutional Self-Evaluation," Martha 
Matthews and Shirley McCune, Resource Center on Sex Roles in Education, 
1201 16th Street N.W., Washington, D.C., 20036, $3.00, prepared under 
contract for HEW, and 2) "Institutional Self-Evaluation: The Title IX 
Requirement," Emily Taylor and Donna Shavlik, American Council on 
Education, One Dupont Cite!~ Washington, D.C. 20036, $1.50. 
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also not surprising that women should question Vanderbilt's verbal 
connnitment to affirmative action. The time .has come to see that 
commitment put into practice. 
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. ·---· ·-------------·--
THE VANDERBILT COMMUNITY 
Staff Women * 
l.0% 
Graduate/ 
· nal Professio 
women 
23.0% 
Undergraduate Women 
18.5% 
* Women officials and administrators constitute 1.1% of th i s percentage. 
** Men offJcials and administrators constitute 7.7% of this percentage. 
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WOMEN STAFF 
"There is no incentive here except 
personal pride. You are considered 
expendable." Woman staff member, 
Vanderbilt 1976 
"I know of a particular incident 
where a black woman wanted to be a 
clerk. She was told at personnel that 
there were no jobs except in house-
keeping. A white woman behind her got 
interviewed for a clerk job. The 
black woman assumed it was because of 
education differences, but who knows." 
Woman staff member, Vanderbilt 1976 
The sentiment of many women employees with whom we spoke was that 
they felt unappreciated and underutilized, and that their opinions and 
input were seldom sought. Women staffers seem to have little or no 
opportunity to participate in the decision-making process of the Univer-
sity at any level. 
Women make up 74.74% (2569/3437) of Vanderbilt non-academic 
employees. Thus staff issues and problems are predominantly issues and 
problems for women. And, since 70.52% of employees classified as 
"officials and administrators" are men, we are talking primarily about 
women who are not in decision-making positions. While a good number of 
those employees classified as "professionals" are women (82.92%), most 
of them are nurses in the Medical Center. The remainder of women 
employees are in clerical, technical and service areas. 
Vanderbilt follows traditional job-stereotyping by sex. Women have 
always been the food preparers, laundry washers, housecleaners, and 
secretaries. It has often been said that these are the "natural" 
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occupations for women. 
Vanderbilt also follows traditional job-stereotyping by race, The 
more prestigious women's jobs are held predominantly by white women, the 
less prestigious by black women. A total of 1,093 women held clerical 
jobs in 1975, and 925 of those women were white. A total of 410 women 
had service jobs--310 were held by non-white women. 
The history of women in the labor force i_s only now being extensively 
written about, in large part due to the efforts of women themselves. 
Women have always been part of the paid labor force. However,they have 
generally received societal credit for their labor only in times of 
national crisis, notably war. Such credit has never been accorded for 
their unpaid labor taking care of homes, children, and husbands. That 
they tend, in 1976, to hold the less prestigious jobs within an occupation 
and are found in larger numbers in the less prestigious occupations is the 
result of a historical process of discrimination and of selective use of 
their labor power. 
Our concern is not that Vanderbilt eradicate, in one year, 200 years 
of exploitation. This is not possible, We do want Vanderbilt to . recognize 
this historical exploitation and make a commitment as an institution to 
train, hire, and promote women--particularly minority women--to supervisory 
and management level positions. 
WOMEN UNDERGRADUATE AND GRADUATE STUDENTS 
'tr-fy major is hard enough for a woman 
without the added burden of having no 
women faculty members. I think that 
if there were more women here this 
school would not be so chauvinistic. 
Also, their perspective is different, 
and having more of them would add to 
the quality of our education by adding 
another dimension." 
A & S Junior 
"I have not been aware of an affirma-
tive action plan at Vanderbilt. I 
wouldn't even know who to go to on 
campus with a complaint about sex 
discrimination. Certainly there hasn't 
been any discussion about affirmative 
action in my department since I came 
here." 
A & S Graduate Student 
"Being a rather narrow-minded, 
conservative individual, I am amazed 
at the changes I have seen taking 
place in my attitudes over the course 
of the semester." 
Women's Studies Student 
The number of women students at Vanderbilt is increasing far more 
rapidly than the mnnber of women on the faculty. With the exception of 
one year in the past six, the percentage of women admitted as freshmen 
has steadily climbed from 31.9% in 1970 to 44.6% in 1975. The under-
graduate women who come to Vanderbilt perform well academically. Data 
from the University Registrar show that women consistently have a Grade 
Point Average (GPA) of about .2 above that of men, even in the tradi-
tionally male field of engineering. Other than nursing, the most popular 
majors for women are English, fine arts, French, history, mathematics and 
,,, . 
psychology. In these, women account for 42% to 92% of degrees given in 
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the programs. With the exception of mathematics they are the more 
traditional "women's" fields. 
Enrollment of women in the Graduate School, unlike the College, has 
not risen significantly (27.6% in 1970 to 32 .. 4% in 1975)* and women 
represent a decreasing percentage of degrees granted in many fields, as 
one goes from baccalaureate to doctoral. In some of the professional 
schools, however, there have been substantial increases in the percentage 
of women enrolled. 
The national situation for women in higher education is only now 
beginning to improve. Earlier in the century women represented a greater 
proportion of students in higher education than they do now. During the 
decade 1920-1930, 47.3% of college students were women and almost 16% 
of Ph.D. 's awarded were to women. From then until the late 1950's when 
only 30.2% nationally were women students, there was a steady decline 
which only recently began reversing itself (Carnegie Commission on Higher 
Education, Opportunities for Women in Higher Education; McGraw Hill, 1973). 
Despite some increase in their numbers at Vanderbilt, graduate and 
professional women in particular and undergraduate women to a degree, are 
more aware of their isolation on campus. Women here have few faculty or 
administrative role models. Undergraduate women may have two women 
professors in four years. Graduate women often have no women professors 
and only one or two other women graduate students in their department. 
There is one women's studies course available on the undergraduate level, 
through the College of Arts and Science, and no courses offered through 
the Graduate School. When we inquired of schools with whom Vanderbilt 
*See footnote on p90 in graduate women statistical section. 
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compares itself we found that Washington University lists twenty-one 
courses available in women's studies, including several taught in the Law 
School and the School of Social Work.* There are eleven faculty members 
on the Women's Studies Steering Connnittee, and the program is widely 
publicized. Only two of the twenty-one courses are at the introductory 
level. Duke University apologetically stated that they had only two 
interdisciplinary courses, one with two sections, the other with one 
section, and two regular departmental courses, one in history and one in 
political science. Tulane, while not specifically referring to courses 
for women, did send us a copy of information on their women's center, 
which opened this year. It appears that only Emory is as deficient in 
these offerings as Vanderbilt. 
As the number of undergraduate women students increases it is 
incumbent upon the University to address itself to the changing role 
of women in our society through course offerings. It is also incumbent 
upon the University to help eliminate the existing atmosphere of 
discrimination. The Connnission's undergraduate survey indicated that 
Vanderbilt follows the national trend of colleges "dominated by male 
professors who are 'relatively insensitive' to issues affecting their 
women students and female colleagues."** In the study from which 
this quote is taken, it was found that male and female teachers were more 
*See Appendix for list of courses at Washington University. 
**This and the following data from: Survey of Teaching Faculty, American 
Council of Education data, 1972-73; analyzed by M. Elizabeth Tidball. 
Data include 65 public universities, 37 private universities, 22 men's 
colleges, 85 coed schools, and 15 non-Catholic women's schools. Reprinted 
(parts) in Chronicle of Higher Education, April 5, 1976, ''Male Professors 
Found Cool to Women's Issl,les." 
15 
~upportive of students of their own sex. Since male faculty outnumber 
female faculty, the overall climate for men is more cordial than it is 
for women. In addition, the male faculty was generally not informed on, 
or interested in, issues that affect women students. Generally, the 
report said, women find much more supportive environments in women's 
colleges, and women who graduate from those schools are almost twice as 
likely to be cited for career achievement as are women graduating from 
coeducational institutions. 
For graduate women the problems are similar. They too would like 
to have course offerings which reflect the important contributions made 
by women. In addition, graduate women need access to the job market. 
Because there are so few senior women professors, and none in many 
departments, graduate women lack those informal, but crucial, job 
contacts. The most conunon complaint from graduate women was, "It's 
really hard to make contacts for jobs when all the people in the depart-
ment are men. The professors tend to befriend the promising male 
students." 
We note that there is now some funding available to encourage 
women into traditionally male fields. The National Science Foundation 
has created a grant program for developing methods to attract women to 
and keep them in scientific fields. The Business and Professional 
Women's Foundation, with help from Exxon, has created a revolving loan 
fund to assist women to earn graduate engineering degrees. Women who 
enter these programs will be at an advantage. Schools will be relatively 
eager to have token women in the sciences. For a while that will suffice 
J::p ,l<eep most of the women in those areas employed. It is the women in 
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traditionally female fields, however, who still face major problems 
entering the job market. At the undergraduate level, women in French, 
English, art, history, psychology, and mathematics do not pose much of 
a threat to the job market. At the graduate level they pose a serious 
threat. It is in these fields that women feel the brunt of the male 
academic world. Left out of the prestige system entirely, women must 
begin to develop their own informal channels to the job market and 
increase their communication with each other. 
WOMEN FACULTY 
The nlllllber of women on the Vanderbilt faculty is so small that 
while the women are almost invisible within the campus community, they 
are so visible to each other as to be constantly reminded of their iso-
lation. In large part they attribute their small numbers to the Uni-
versity's apparent token concern with affirmative action. They see their 
isolation as a reflection of that token concern--the few women who are 
here often find themselves subject to ridicule or simply ignored. Our 
data support their feeling that the percentage of women faculty has not 
changed significantly in the past few years, and also documents some of 
the day-to-day problems of women faculty members. 
In 1975/76 women accounted for 6.9% (21/303) of the full-status 
faculty in the College of Arts and Science. If Law, GSM, Divinity, and 
Engineering are added, the figure drops to 5.5% (23/415). In the Medical 
School women accounted for 14.5% (37/256) of the full-status faculty.* 
*This figure excludes all full-time, full-status Medical School faculty 
not on the Vanderbilt payroll. 
There are no full-status black women faculty in any school except the 
School of Nursing where there are two. If we take the University as a 
whole--including the School of Nursing--in 1975/76 women represented 
15.6% (114/730) of the full-status faculty. We cannot make an accurate 
comparison of the change in the percentage of women on the University 
faculty between 1972 and 1975, but our guess is that the percentage has 
changed little, if at all.* 
There are four schools with which Vanderbilt often compares itself--
Duke, Tulane, Washington University and Emory. Two of those schools--
Duke and Emory--have Schools of Nursing. According to the August 1975 
AAUP data which include Nursing but not Medical Schools, Vanderbilt fares 
favorably with the percentage of women faculty members with all four of the 
universities (Vanderbilt 1974/75: 15.5%; Tulane: 15.4%; Washington 
University: 10.2%; Emory: 8.7% and Duke: 8.5%). However, even though 
Vanderbilt has almost twice as many women on its faculty as Duke, at each 
faculty rank women at Duke are more favorably represented than at Vander-
bilt. The high overrepresentation of women at the rank of Instructor at 
Vanderbilt indicates that a larger percentage of women than men are hired 
and stay at the Instructor level . At Duke they are more likely to be 
hired at or promoted to senior levels. Vanderbilt compares even less 
favorably with Tulane, since that University does not have a School of 
Nursing. The data on national averages by rank presented in the August, 
1975 AAUP report indicate that all three schools fall well below the 
averages for women at senior ranks. Tulane University, however, comes 
*The 1972 print-out included the full-time, full-status Medical Faculty 
not on the Vanderbilt payroll; this lowers the percentage of women 
~onsiderably--to 12.8% (116/903). 
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the closest of the three in its overall distribution of women faculty. 
COMPARISON OF PERCENT WOMEN ON FACUL'IY 1974/75 
National Averages , Vanderbilt Duke Tulane 
Professor 10 .1 1.8 5.7 6.0 
Associate 17.3 8.5 6.5 13.1 
Assistant 27.9 20.0 15.3 26.2 
Instructor 48.0 77 .8 23.1 33.3 
TOTAL: 15.5 8.5 15.4 
At Vanderbilt the concentration of women faculty at the lower ranks 
became even more pronounced in 1975/76, when 84.8% of the women faculty 
were Instructors and only 1.6% were professors. 
The national figures indicate that women are employed in academia. 
However, they are not employed at Vanderbilt, Tulane, Duke, Washington 
University and Emory. Data collected by the Connnission on the Status of 
Women at Harvard in 1971 showed that they are not employed at Harvard 
either. Where are women academicians employed? By and large they are 
to be found in the colleges rather than the universities, in low rather 
than high status schools, and in low and untenured positions (Harvard 
Report on the Status of Women Faculty, 1971). This is only further 
evidence of the discrimination against women in the academic job market. 
The overall picture for women in academia is not favorable, however. 
According to the 1975/76 AAUP Report, faculty women lost ground during 
this past yea r in equality of hiring, pay, and rank with men. In 1974/75 
women's compensation averaged 4.5% less than men's in the same faculty 
ranks; in 1975/76 the gap increased to 5.2% in the same ranks. The, 
report also indicates that women as a group made no progress in promotions. 
In fact, the percentage of women at the senior ranks declined slightly. 
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It would be easy to say, and we have heard it said, "We are doing 
as well as anyone else so let's not be overly critical." The Conunission 
on the Status of Women at Vanderbilt cannot accept that attitude. As 
more and more women choose professional careers and demonstrate their 
competence, they are realizing that past lack of opportunity in the 
academic job market has been due to discrimination and not to academic 
failure on their part. The Vanderbilt Commission supports the contention 
that affirmative action programs must be long-range plans created by 
women to change their own societal status, and not merely short-range 
programs set up by administrations to meet the immediate requirements 
of congressional acts. 
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STAFF WOMEN 
REPORT FROM THE BROWN BAG LUNCHES 
Starting in the fall and continuing throughout the academic year, 
the Conmission offered all staff women an opportunity to speak personally 
with the Connnission in a series of brown bag lunch meetings held in areas 
convenient to their work.* Some women elected not to come, others found 
it difficult because they had only thirty minutes for lunch, and some, 
we learned later, were hesitant because they feared their supervisors 
might be present, or felt that the activity was viewed with suspicion 
by supervisors and they should not participate. The latter feeling seems 
to have been most common in some service areas in the hospital, though by 
no means restricted to that area. 
University-Wide Conunents 
"Employees are cynical at this point. It won't help for employees to 
meet and discuss problems unless the administration will take their 
problems seriously and do something." 
"The faculty in this department take advantage of women secretaries, but 
the secretaries are afraid to say anything." 
"If you take your problem to the department head he just passes the buck." 
"There are severe problems in our department in regard to paternalism, 
sexist wisecracks, condescension, and being taken for granted." 
"Women here have good relationships with each other. They have to, given 
the general attitude of superiority of the men here. They don't include 
us. They act as if we aren't here, and don't consider us to be important." 
*See Appendix for complete list of meetings. 
"Sexist language used by men in our department is a problem, but we try 
to ignore it. When someone is your superior it is hard to say anything." 
"Seniority is not rewarded. They seem to prefer hiring new people." 
"There were a couple of people qualified for the Director position in 
our office, but no one was encouraged to apply." 
"There is no chance for upward mobility in our office. You would have to 
leave." 
"There is pressure to keep you where you are and not advance you, 
especially where it is political." 
"One case a while ago, a man left. A woman was hired to fill his posi-
tion and the department head had to fight like crazy to get her paid the 
same amount that he had made." 
"We have sent memos to the department head about the sexist jokes and 
language, but it hasn't helped." 
"Professors will say, 'Okay, I' 11 play your game. You send me your forms 
and I'll fill them out. I'll even interview people. And then I'll hire 
whom I intended to hire." (Staff member in Personnel) 
"I can remember maybe one or two instances where professors or department 
heads were overtly interest;ed in affirmative action hiring." (Staff 
member in Personnel) 
Additional Connnents Specifically in the Hospital 
"There are two sets of rules: the University's rules and the rules our 
supervisor has made up." 
"We don't automatically get 15-minute breaks, and we need them." 
(Service worker) 
"I want to know what my job description and pay range are. When I asked 
for a job description from my department head I was accused of being a 
rabble rouser." 
After being made a supervisor: 
HE: I believe you don't like our rules. 
SHE: You mean you think I am not enforcing them? 
HE: No, I mean you seem to be more for the employees. You think 
more like them. 
SHE: Who am I supposed to be for if not for the employees? 
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"People over here always assume the Housekeeping staff is lazy." 
"There isn't enough equipment. It can take 35 to 40 minutes to locate 
equipment (wheelchairs, stretchers) and then we get criticized for not 
having patients to their appointments on time. The errand service people 
are timed on their calls and it reflects on their record when they have 
to spend time looking for equipment." 
"The people in Linen and Laundry don't feel a part of things. 
Mr. is the only one who talks to the employees at all." 
"The whole department is run like a school with report cards." 
"There is no consideration when you have health problems. You do your 
job and that's it." 
"There is no respect for the Housekeeping staff by nurses, doctors, or 
visitors. They treat us like we aren't there." 
"There is no feedback when you do well, especially by male supervisors. 
You only hear about it when you do something wrong." 
"There is an assumption that you are dumb if you work in Housekeeping." 
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A major portion of the Connnission's time this year was spent 
investigating the status of women staff employees, a group numbering 
2,569 and representing some 75 percent of all staff employees at Vander-
bilt. We met with hundreds of women whose positions ranged from hourly 
service to administration. 
Despite serious complaints involving promotion opportunities, some 
poor working conditions and other problems, many staff women say they 
enjoy working at Vanderbilt because of the stimulation of its academic 
environment and the beauty of the campus. 
Many issues and comments discussed at brown bag lunches apply campus-
wide, some to male staff employees as well as to women. Other issues are 
specific to certain areas, departments, or individuals. We promised 
confidentiality to all women who shared information with us and therefore 
we cannot be as specific in some cases as we would like to be. Where 
there seemed to be extremely serious or immediate problems we referred 
individuals directly to the University's Opportunity Development Officer. 
We found a pervasive belief among women staff employees that they 
are considered "not important to the University," that they are, in 
effect, second-class citizens in an institution of predominantly male 
administrators and male faculty. Patterns became obvious after the first 
few lunches; areas of concern fall into sever.al categories: hiring 
procedures, promotion opportunities, classification, job environment, 
job conditions, internal communication and staff councils. 
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Hiring 
"I've heard from friends who have gone 
to Vanderbilt Personnel for a job that 
if you are a white woman they asswne 
you want a secretarial job and if you 
are a black woman they suggest openings 
in Housekeeping or Linen and Laundry." 
The most frequent criticisms expressed about hiring concerned job 
stereotyping. It is strongly felt that both white and black women are 
channeled into race- and sex-stereotyped jobs, when their qualifications 
would permit them to be placed elsewhere. Though the Commission was 
assured by Personnel that no tests are required except for jobs requiring 
typing, we were told by four individuals recently hired, who had not 
applied for jobs involving typing, that they had been asked to take a 
typing test. There were also many criticisms about interview procedures 
and questions. For example, at least three women, recently hired, told 
the Counnission they had been asked their marital status, whether or not 
they had children, and what child care arrangements they had made, all 
questions which are now illegal in pre-employment interviewing under 
Title IX legislation; this indicates that the University has not 
disseminated or explained information on Title IX to interviewers and 
supervisors. 
Promotion 
"It's frightening to re&lize how little 
opportunity for advancement and how 
little encouragement is given to staff 
in an educational institution. 
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Most women at the brown bag lunches felt there are few vertical 
opportunities for women staff at Vanderbilt. Complaints included: posi-
tion openings are not consistently advertised within the University to 
give Vanderbilt employees a chance to compete before jobs are opened to 
the outside; contrary to the statement in the Staff Handbook, adminis-
trators and supervisors do not seem to be committed to promotion from 
within; women sense little commitment to affirmative action procedures. 
Numerous accounts were given of hearing about an opening (sometimes 
in one's own department) after the position had been filled. Many 
employees said they find posted job explanations too brief and unclear. 
Other accounts related instances when everyone in the department was 
informed of an opening, but the women were not encouraged to apply. 
Several women stated that even though they had asked specifically in job 
interviews, before accepting employment, about advancement opportunities 
in their job and assurances had been given, once employed they were by-
passed when opportunities arose. In other instances the lack of advance-
ment opportunity was attributed to limited training and education 
programs for staff at Vanderbilt. Many staff women felt that the Univer-
sity should allow staff to take one course for credit per semester free 
of charge. 
There was also a general feeling expressed at the lunches that the 
only way to receive a significant raise or be reclassified is to have a 
strong supervisor who will "fight" the system. Good work and loyalty are 
thought to be seldom rewarded. The merit raise system is viewed with 
suspicion; no one seems to understand what the criteria are. Recipients 
of merit raises in January 1976 were instructed not to tell anyone. 
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Although there is a personnel policy that recommends employee evaluations 
twice a year (with evaluations to be signed by both employee and super-
visor), we found very few cases where the policy is followed. 
Classification and Job Status 
"The faculty/staff line, where an 
administrator is also a faculty member, 
is often very gray. Sometimes you are 
treated as faculty are, with faculty 
benefits, and sometimes you aren't. 
This needs clarification. Often the 
most confusion exists where the faculty/ 
staff person is a woman." 
The whole area of classification and job status elicited criticism. 
Supervisors, as well as their staffs, do not seem to understand the 
classification system or how to have employees reclassified or promoted. 
Seldom does an employee have access to her job description; often she 
does not know the classification of her position. The Personnel Office 
is not always willing to share this information if asked. The employee 
is sometimes told to ask her supervisor; often the employee is told by 
the supervisor to ask the Personnel Office. Rarely is there an oral or 
written response from Personnel when employees request information about 
classifica.tion or reclassification. Women feel they are caught between 
the Personnel Office and their super;viaors. 
The general consensus among staff women is that classifications 
are ambiguous and need clarification. Widespread confusion exists about 
Secretaries (I's and II's) handling budgets (a responsibility usually 
restricted to Administrative Assistants), and about Staff Assistants 
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directing offices. We were told repeatedly of confusion about the duties 
of Administrative Assistants, Staff Assistants, Directors, Clerks, and 
Secretaries. There is a sense that men are called Administrators, Staff 
Assistants, or Business Managers (although Personnel reports that there 
is no Business Manager classification at Vanderbilt) while women who do 
the same work are called Administrative Assistants. The men are accorded 
more prestige in these roles and, women strongly suspect, are paid higher 
salaries. 
There is confusion about the difference between a Secretary III and 
an Administrative Assistant, and in the Development Office among Staff 
Assistants I, II, III, and IV. There are black women Technician Ill's iij 
the hospital who supervise but do not carry the title Supervisor. In 
addition, there is tremendous variation across campus about the respon-
sibilities within a classification. For example, we found some Secretary 
II's and Ill's are not responsible for budgets, some are responsible for 
one budget, and one is responsible for eight. 
Frequently the Connnission has been asked to define what constitutes 
"Key Staff."* No one seems to understand the criteria applied to this 
category, and there is a sense that very few women are "Key Staff." 
According to Deputy Provost Glen Clanton, "Key Staff" positions are defined 
to include "anyone who reports directly to a Vice-Chancellor, or to any 
Dean-leveJ position." This is not accurate. Moreover, since our figures 
show that 70.52 percent of all staff administrative positions at Vander-
bilt are held by men (see page 38 ), women in administrative positions 
*Key Staff positions entitle one to faculty benefits for children, home 
and property financing, life insurance and retirement benefits at faculty 
level, and "A" parking stickers. 
28 
are concerned that there be a written clarification of the category. 
Many women employees feel that there is no system of longevity 
awards for Vanderbilt staff. Some women who have been working here for 
twenty years say they are being paid the same amount as an individual who 
has recently been employed. · 
Job Environment 
"Nothing is done to encourage people 
to stay at Vanderbilt." 
"I don't like to have to say 'This is 
Dr. ---' when I call men on campus, 
but it is the only way I have any 
credibility with some men." 
In many departments there exists an aura of suspicion about classi-
fication, duties, and salaries. All women with whom we spoke agreed that 
the environment of suspicion and mistrust among co-workers, or between 
staff and management, leads to a general lowering of the level of effi-
ciency. It is evident to the Connnission that some administrators and 
supervisors refuse to accept responsibility for improving job status or 
salary when it is within their purview to recommend and follow through 
on appropriate changes; they often assert that an unyielding Personnel 
Office is the culprit. 
Women frequently reported that many supervisors and even major 
administrators are not trained, experienced, or in any way prepared to 
supervise employees. On the other hand, employees often do not feel free 
to question policies or actions taken by their supervisors; resulting 
tensions lead to an unpleasant environment. In a number of departments, 
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particularly in the Medical Center, secretarial staff are expected to do 
personal errands for their supervisors and to type personal items. Spe-
cific complaints concern doing personal banking and running other errands, 
going to the airport, getting lunch, typing term papers for the super-
visor's children, making coffee. In most cases the women said they were 
afraid to refuse. 
Another area of complaint discussed frequently was the use of titles. 
In offices where men are called by their first names, women tend to be 
addressed as Mrs. or Miss. In offices where men are addressed by title, 
women are called by their first names. Women also related instances 
where they are not addressed by title or by their name, but as "my girl." 
For women administrators the question of titles is also important. 
There is a general understanding that they have to earn credibility by 
using a professional title such as Professor or Doctor. Without the use 
of the title, they are most often taken to be the office secretary, 
particularly on the telephone. A number of situations were described in 
which administrators were introduced informally, by first name or by some 
light witticism, at formal events while male counterparts were introduced 
by title. The CoIIllllission strongly endorses the concept that women in 
management positions should be accorded the same respect and credibility 
as male administrators. 
Job Conditions 
"We inhale so much lint down here that 
my chest hurts all the time." 
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The staff in Linen and Laundry, Central Supply, and basement areas 
of the hospital expressed concern to the Commission about unhealthy 
working conditions. Some of these problems have been brought before the 
Medical Staff Council and resolved. Others have not been resolved. 
Serious concern was expressed about the amount of lint in the air that is 
inhaled in the linen area, about the handling of harsh detergents, about 
the handling of dirty and contaminated linen without protective gloves, 
about the heavy physical labor required of older women, about the concrete 
floors without rubber padding for women . who stand all day, and about 
insufficient ventilation in work areas and restrooms. When the Commission 
met with staff women in Linen and Laundry we could feel our chests tighten 
up from the lint within twenty minutes. 
The C0Dm1ission is aware of the limitations of the old hospital 
facility and of the plans for a new hospital. There are steps that could 
and should be taken to improve some of the working conditions in the 
interim. 
Many women throughout the hospital and general campus complained 
about dirty and inadequate restrooms and lounge facilities. One area 
considered to have limited facilities is Vanderbilt Hall. 
Another problem area is Wesley Hall, housing the Department of 
Psychology and some athletic facilities. The configuration and location 
of the building create security problems, and women are unsafe there after 
normal working hours. Women in Psychology whose experiments require 
work on weekends and persons who wish to use the gymnasium or pool are 
placed in jeopardy. 
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Communication, Staff Councils, Grievance and Orientation 
Lack of internal communication was unanimously considered to be a 
major problem, from the administration to staff, from specific chair-
persons and/or supervisors, and from the Personnel Office. This includes 
verbal and written personal communication as well as published information. 
Many supervisors never meet with employees, and those who do seldom 
meet on a regular basis. Staff women, with few exceptions, say they are 
not apprised of University policies, procedures, opportunities, or changes, 
and many do not meet even for an annual salary evaluation with their 
supervisor. 
The employee newsletter News and Views is considered to be 
ineffective. It reflects a lack of concern for, interest in, and commit-
ment to the major work force at Vanderbilt. 
A new monthly publication, OVER VU, for employees in the Medical 
Center, is considered helpful. 
Most staff women expressed frustration about the long wait for a 
new employee handbook. The old edition was out of print and many 
employees had no ready source of information about employment at Vander-
bilt. In particular, there are many confusions about benefits. (The new 
staff handbook has now been distributed.) 
A potential communication channel between employees and adminis-
tration and among employees is the Staff Advisory Council system. There 
are five councils: College and Schools, Food Services, General Adminis-
trative, Medical Center, and Plant Operations. Representatives are 
elected by the staff. In theory, meetings are held on a regular basis 
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and employees may bring problems concerning employment to the attention 
of their representative council. We found that in practice councils on 
the main campus do not always meet regularly--especially the General 
Administrative Staff Council--and that many women, including some who 
have been employed at Vanderbilt for a number of years, did not know who 
their representative was and had never received a ballot. Several former 
council members said that since the administration seldom acknowledged 
council recommendations, they could not consider the council to be 
effective in any way. 
In contrast, the Staff Council system in the Medical Center has 
improved during the past year, according to some Medical Center staff. 
The council meets regularly, employees do bring problems before the coun-
cil, and the administration is beginning to take a more active role by 
taking prompt action on some of those problems. Council members seem to 
report back regularly to the groups they represent. While there are many 
problems for staff in the Medical Center, if employees continue to receive 
this level of support from Medical Center administration, their council 
could serve as a model for the rest of the campus. 
Feelings about the orientation process were mixed, as were feelings 
about the grievance procedure. Some staff in hospital service areas 
reported that they had not received any general orientation about the 
danger of disease, preventive measures, or proper hygiene. One staff 
member suggested forming a staff committee to work with Personnel in 
planning orientation sessions, another suggested including a person 
from Occupational Health at the orientation. Staff women who had used 
the grievance procedure said it worked relatively well. Others were 
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hesitant to use it for fear of losing their jobs or some other form of 
reprisal. 
Women Administrators 
·~ou can only take it so long, always 
being the only woman this and the only 
woman that. Pretty soon you are 
exhausted with asserting yourself as 
a woman and as a credible person." 
" .•• no current figures exist to tell 
us the total number of women in admin-
istrative positions in higher education 
and what responsibilities these 
positions involve. We only know two 
things for sure: the higher the posi-
tion, the fewer the women; heads of 
administrative units are typically 
men. Staffs are typically women." 
University of Wisconsin seminar: 
"Advancing Women in Higher Education 
Administration," September 29-30, 
19 7 5 , (p • 16) • 
Most women administrators with whom the Commission spoke during the 
year affirmed that they had personally felt genuine support from the 
administration, and had found willingness on the part of administration 
to answer questions and be of whatever assistance possible. Nonetheless, 
they are keenly aware that they are few in number and work in a male 
administrative world. Other than on the Board of Trust which·has recently 
increased its number of women, few women at Vanderbilt participate in 
the University's decision-making process at the highest levels. The two 
women deans are members of the Advisory Budget Committee, but to the 
Commission's knowledge there are no women administrators in the Chancel-
lor's Cabinet. It would seem that the Associate to the Chancellor, the 
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highest ranking non-academic position held by a woman, should be a member 
of that advisory body. 
There is little precedent for women administrators; therefore the 
rare woman who achieves that status and the men with whom she must deal 
do not have a clear and comfortable understanding of how to relate. The 
problems affect life both in and outside the office. Things that men 
take for granted become problematic for women: how to assert oneself on 
issues that affect people of one's own sex without being discredited 
because of that assertion; how to ensure that males are not patronizing 
and take one's ideas seriously; how to entertain without a wife to assist. 
Women administrators often have a dual role; they need to do their job 
well and at the same time create new social patterns and procedures for 
women in administrative positions. Until there are enough women adminis-
trators to provide a viable new model, the present minority will be 
expected to maintain a balance between "conspicuous competence and 
tactful femininity." 
The School of Engineering: A Model 
It was heartening and encouraging to hold a brown bag lunch at the 
School of Engineering and discover a group of staff women who feel indi-
vidually supported and important to the school, and who sense a real 
conunitment by the dean and faculty to making affirmative action work. 
Good communication seemed to be the key to success. 
Staff women are encouraged to meet on a regular basis and are given 
time off with pay for these meetings. Faculty and administrators may 
attend the meetings by invitation and are invited from time to time to 
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explain or review University or Engineering School policies, and to share 
information about the school. 
The dean has appointed the associate dean and deputy to act as a 
staff advocate, and staff are encouraged to take any problem to him for 
discussion and/or resolution. This provision seems to be taken seriously 
by both staff women and the staff advocate, making possible an open and 
candid relationship. 
Staff women are encouraged by the faculty to explore promotion 
opportunities within the school and University. No stigma is attached to 
moving from one department to another for advancement purposes or because 
of possible personality conflicts. Women in Engineering said they are 
credited for quality work and are consulted about decisions affecting 
their jobs and department programs. 
The example set by the dean and faculty .is reflected in the student 
attitude toward staff in the school. Students in Engineering are, for 
the most part, appreciative and supportive (such was not the case in 
other academic areas of the University, according to many staff women). 
The Commission sees no reason why similar conditions cannot exist 
in other schools and departments at Vanderbilt. But changed attitudes 
will evolve only from sincere concern and real commitment on the part 
of management and academic administration. 
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STATISTICAL ANALYSIS 
This section attempts to anwer the following questions: 
1. Where do women work at Vanderbilt? 
2. What jobs do women do at Vanderbilt? 
3. How do jobs held by women compare to jobs held by men? 
4. How do jobs held by white women and non-white women compare? 
5. How do women's earnings compare to those of men? 
6. How do earnings of white and non-white women compare? 
7. To what extent are the perceptions of women staff as expressed at 
the brown bag lunches reflected in statistical data? 
With assistance of the Personnel Department and the Computer Center, 
data were obtained from staff payroll records. Problems in obtaining and 
utilizing the data are described in the section on data collection (see 
p. iv ). Only full-time staff is considered in this report. A follow-up 
study of part-time staff is indicated. In all tables in this section, 
the following categories are excluded: faculty; students; trainees; and 
a group of approximately 15 administrators who are on the "New York" 
payroll. In some tables members of Local 386 of the Laborers' Inter-
national Union of North America are included. In other ' tables they are 
excluded as indicated. All monthly salaries were transformed into the 
equivalent hourly wage for this analysis. 
As shown in Table I, 2569 women were employed at Vanderbilt Univer-
sity in staff positions in June 1976. Women accounted for approximately 
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three-fourths of all full-time employees. 
TABLE I. VANDERBILT UNIVERSITY FULL-TIME STAFF>'<:DISTRIBUTION BY SEX AND RACE 
WITHIN HEW>'<>'< CATEGORIES, JUNE 1976 
HEW Category Female Male Total 
White Other Total White Other Total 
Officials and 26 2 28 67 0 67 95 
Administrators 
r 
Professionals*** 353 so 403 81 2 83 486 
Technical 433 195 628 144 48 192 820 
Clerical 925 168 1093 79 28 107 1200 
Trades 2 1 3 103 8 111 114 
Operatives 4 0 4 15 6 21 25 
Service 100 310 410 69 218 287 697 
TOTAL 1843 726 2569 558 310 868 3437 
*Excludes faculty, students, trainees and New York payroll. 
>'<>'<The occupational categories used by the Department of Heal th, Education and 
Welfare for all of their labor force analyses. 
>'nh'<Includes 346 female and 13 male RN' s. 
Source: Staff payroll records, Vanderbilt University, June 1976. 
Where women work 
As shown in Graph I, almost two-thirds of all women staff at Vander-
hilt work in the hospital. Another 25% work at the Medical School. The 
remainder are found in other schools and in administrative and support 
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services. By contrast, only one-third of the men work in the hospital 
and almost one-half work in administrative and support services. 
GRAPH I. VANDERBILT UNIVERSITY FULL-TIME STAFF>'(: DISTRIBUTION OF FEMALE 
EMPLOYEES BY DIVISION, JUNE 1976 
\ 
\ Medical School 
\ / 
\ 17 .5% / 
Other \ //Schools 
\ / (except 
14 .!~% \ Medical) 
\ /7.5% ------- ------
Hospital 
60.5% 
>'<Excludes faculty, trainees, students and New York payroll. 
Source: Staff payroll records, Vanderbilt University, June 1976. 
What women do 
Referring back to Table I, we see that there are clear differences 
in the types of jobs held by men and women. As shown in Graph II, males 
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GRAPH II. 
Official 
VANDERBILT UNIVERSITY FULL-TIME STAFF*: PERCENTAGE FEMALE BY 
HEW CATEGORY, JUNE 1976 
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*Excludes faculty, students, trainees and New York payroll. Also excludes 
Trades and Operatives categories due to small numbers of women. 
Source: Staff payroll records, Vanderbilt University, June 1976. 
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predominate in the category of administrators and officials, while females, 
as expected, dominate clerical and technical categories. The sex ratio 
is approximately equal in service jobs. Few women are found in trades 
or among operative workers. Women dominate the overall category of profes-
sionals; however, if Registered Nurses are removed the sex ratio among 
professionals is approximately 50/50. Almost 90% of women at Vanderbilt 
are in white collar jobs, in contrast to approximately 50% of men. 
This difference does not indicate that women hold the more desirable, 
higher status, and/or better paying positions. It reflects instead a 
national pattern of occupational sex segregation. The extent to which 
that general pattern holds at Vanderbilt can be seen in the staff 
appendix Table I which provides a detailed breakdown by sex of job titles 
at the University. The large number of positions which are either 100% 
or 0% female underscores the degree to which men and w9men are employed 
in different jobs. 
White and non-white women 
A look at Graph III makes clear that consideration of a person's 
sex is an insufficient measure of the degree to which occupations at 
Vanderbilt are in practice segregated. Almost half of non-white female 
employees (almost all of whom are black) are in the Service category. 
Only 7.2% of non-white females are in administrative and professional 
jobs compared to 20.5% of white females. An even more discrepant pattern 
is found amoung male employees, with almost three-fourths of black male 
employees in service jobs. Approximately 25% of white males are in pro-
f essional and &dministrative jobs; less than 1 percent of black males 
GRAPH III. VAJ.~DERBILT UNIVERSITY FULL-Tn!E FEMALE STAFF: HEW C.-HEGORIES BY RACE, JUNE 197 6 
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*Excludes faculty , students, trainees and New York payroll. 
Staff payroll records, Vanderbilt University, June 1976. 
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Clerical 
23.1% 
Service 
42.7% '-L 
Operatives 
hold such positions. 
Earnings 
Since union members are on a different pay schedule, they have been 
omitted from Table II. Within the HEW categories, white women at Vanderbilt 
earn a higher average wage than non-white men but a lower average wage than 
white men; non-white women earn on the average less in all categories than 
white women, white men, or non-white men. The over-all male to female 
TABLE II. VANDERBILT UNIVERSITY FULL-TIME STAFF*:AVERAGE HOURLY WAGE IN 
DOLLARS BY HEW CATEGORY, JUNE 1976 
HEW category Female Male Female-Male 
White Other All White Other All Difference 
Officials and 6.85 4.16 6.66 10.21 ---- 10.21 -3.55 
Administrators 
Professionals 5.34 5.02 5.30 6.83 6. 72 6.83 -1.81 
Technical 4.28 3.88 4.16 4.60 4.37 4.00 - .38 
Clerical 3.53 3.03 3.45 4.80 3.26 4.42 - .97 
Service 3.57 3.04 3.18 3.42 3.18 3.24 - .06 
*Excludes Local 386 Laborers' International Union of North America, faculty, 
students, trainees and New York payroll. 
Source: Staff payroll records, Vanderbilt University, June 1976. 
average earnings are shown in Graph IV. Even in the technical and clerical 
categories dominated by women, the relatively few men who do work in such 
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*Excludes employees under union contract, faculty, students, trainees and 
New York payroll. 
Source: Staff payroll records, Vanderbilt University, June 1976 
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jobs average a higher salary than the women. 
There are many problems with using the HEW categories. In an attempt 
to overcome some of these, the payroll file was analyzed in terms of pay 
grade levels. As job requirements and/or duties should be somewhat com-
parable within a given pay grade, one would expect to find little differ-
ence in female and male earnings. Any differences would be expected to 
be small, given the relatively small dollar range of each grade, Unfor-
tunately, due to coding errors, one cannot be fully confident of the 
findings on pay grades, and tables for them are not given. If coding 
errors did not unduly distort the picture, the results would have been 
as follows. Eliminating pay grades in which there were not more than 
two persons of each sex in a pay grade, one is left with 23 pay grades. 
There was no difference in one grade, women had a higher average hourly 
wage in six, and men had a higher average hourly wage in 16 grades. A 
follow-up study should be made after correction of the data file. 
Brown bag follow-up 
The Connnission would have liked to make a statistical analysis to 
determine if perceptions held by staff are reflected in the employment 
data. Unfortunately, much information which would be needed for such a 
study is not presently included in the machine-readable file. In two 
instances, however, we were able at least to attempt an investigation of 
problems raised in the brown bag lunch meetings. These comparisons follow. 
I 
Employees are confused over the titles Administrative Assistant, 
Staff Assistant, and Business Manager. The last of these three titles is 
no longer used, and only two persons still hold it. Connnents from the 
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brown bag meetings indicate a general misconception that the position of 
Staff Assistant is superior to that of Administrative Assistant. Such 
relative ranking is not reflected in the distribution of the two titles 
across pay categories nor in the actual earnings of those who hold such 
positions. However, as shown in Table III there is some difference by sex 
in various categories of jobs. The difference is not so much between the 
titles Staff Assistant and Administrative Assistant as in the tendency for 
men in both categories to hold higher ranks within these categories, 
TABLE III. VANDERBILT UNIVERSITY STAFF ASSISTANTS AND ADMINISTRATIVE 
ASSISTANTS:AVERAGE HOURLY WAGE IN DOLLARS WITHIN PAY GRADES 
BY SEX AND PERCENT FEMALE IN CATEGORY, JUNE 1976 
Pay Title Female Male Percent 
Grade Wage N Wage N Female 
10 Staff Assistant I 3.23 (23) 3.40 ( 4) 85.2 
14 Staff Assistant II 3.99 (43) 4.02 (11) . 79. 6 
14 Administrative Assistant I 4.84 (51) ( 0) 100.0 
17 Staff Assistant III 4. 72 (12) 5.45 (11) 52.2 
18 Administrative Assistant II 5.31 (25) 5.78 ( 6) 80.7 
24 Staff Assistant IV 6.47 ( 7) 7.30 ( 9) 43.8 
24 Administrative Assistant III 7.34 ( 3) 8.12 ( 4) 42.9 
TOTAL for Sta ff Assistants (85) (35) 70.8 
TOTAL for Administrative AssistantE (79) (10) 88.8 
.. Source: Staff payroll records, Vanderbilt University, June 1976. 
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and within each rank to have higher average earnings. Thus, the feeling 
which women staff members hold is supported in terms of men occupying 
higher rungs in the career ladder than women. 
Both Administrative Assistant and Staff Assistant are in the same 
overall category of clerical staff. A look at development titles reveals 
a different pattern. With few exceptions, as shown in Table IV,Development 
Officers, classified as professional, are male; Development Researchers, 
classified as clerical, are female. Because of the small numbers in each 
category, salary data are not given in the table. As might be expected, 
considering the differences in classification, there is a large difference 
in average hourly earnings. For all Development Officers, the average 
hourly earning is $8.05; for Development Researchers, it is $3.37. 
There are many other examples in the staff data which indicate 
that women occupy the lower rungs and men the higher rungs of a given 
career ladder; and that, even within job rank, men tend to make a higher 
average wage. The segregation of occupations makes it difficult to find 
categories where sufficient numbers of both sexes are employed to demon-
strate statistically significant differences in rank and/or earnings. 
However, such a study should be attempted. It may be that discrepancies 
between men's and women's positions can be explained in terms of differ-
ences in education, experience, or actual job responsibility. Such data 
should be added to the machine-readable file. 
No exploration of complaints concerning promotion or re-classifi-
cation could be made using the existing machine-readable data base. 
This information should also be added. 
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TABLE IV. VANDERBILT UNIVERSITY DEVELOPMENT RESEARCHERS AND DEVELOPMENT 
OFFICERS:PERCENT FEMALE IN CATEGORY AND AVERAGE HOURLY WAGE 
FOR TOTAL CATEGORY, JUNE 1976 
Pay Title Female Male Percent Average 
Grade Female Hourly Wage 
11 Development Researcher I 5 1 83.3 
13 Development Researcher II 4 0 100.0 
25 Development Officer I 1 5 16. 7 
27 Development Officer II 0 3 o.o 
' 
TOTAL Development Researchers 9 1 90.0 3.37 
TOTAL Development Officers 1 8 11. l 8.05 
Source: Staff payroll records, Vanderbilt University, June 1976 
Summary 
Whatever explanation is given for the differences in status, the 
differences remain. Clearly, women perceive Vanderbilt as a place in 
which women are more likely to be employed in lower level jobs than men 
and more likely to earn less for doing a job with the same title. Their 
perceptions are accurate. 
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A REVIEW OF THE COLLECTIVE BARGAINING 
AGREEMENT BETWEEN VANDERBILT AND LOCAL 386 
Some women employees at Vanderbilt are under union contract with 
the University. In addition to giving these women an opportunity to speak 
with us personally we have reviewed the content of the contract for any 
provisions relevant to the concerns of the Conmission. 
The collective bargaining agreement between Vanderbilt, the employer, 
and Local 386 of the Laborers' International Union of North America, AFL-
CIO, CLC, the union, covers a bargaining unit composed of: 
I. Non-Medical Center area: all full-time and all regular part-time 
service and maintenance employees, including workers in plant operations, 
central storekeepers, and food service employees; 
II. Medical Center: all craft employees (including carpenters, 
plumbers, heating and air conditioning and refrigeration workers, and 
electricians) in the Medical Center shops of the Plant Operations Depart-
ment; 
III. Excluding: guards, key shop employees, and supervisors. 
Certain provisions of the contract are relevant to the Connnission's 
concern: 
Maternity Leave 
A. The collective bargaining agreement provides in Article XIII 
for (limited) disability leave with pay. Article XII, 2, provides for 
maternity leave without pay. All of the federal circuit courts of appeals 
which have considered the question have held that it is a violation of 
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Title VII to exclude from the benefits provided in case of other disabil-
ities those employees whose disability is because of pregnancy. (The 
Supreme Court has not yet ruled on the question.) Thus the contract on 
its face appears to violate Title VII. (It may be that Article XII is 
construed by the parties to apply to disability because of pregnancy; if 
so, in order to give employees fair notice, the contract should say so 
clearly.) 
B. The burden of proof imposed by Article XII, 2, on the employee 
seeking to return to work in less than eight weeks after birth, to provide 
the written approval of her physician for such return, is probably in 
violation of Title VII as uniquely (and therefore improperly) singling 
out a person taking a leave of absence because of pregnancy. 
Classification Seniority 
Article VII, 2 (a), 8 and 10 (a) provide for the application of 
classification seniority respectively to layoffs/recalls/transfers, 
permanent transfers/promotions/demotions, and shift preference. There is 
nothing unlawful per se about classification seniority. However, it is 
absolutely clear that it is unlawful to have employment conditions depend 
upon classification seniority if doing so continues into the present the 
effects of past discrimination--i.e., if in the past, persons were excluded 
from classifications because of race or sex. Thus if it is the fact that 
in the past Vanderbilt declined, for example, to hire black people or 
women as electricians or carpenters, then it is unlawful to have employ-
ment conditions depend upon classification seniority. 
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THE COMMISSION RECOMMENDS: 
1. That Vanderbilt University develop and make public an employee 
affirmative action plan which would include: 
a. specific goals for the hiring and promotion of women to 
supervisory and administrative levels; 
b. specific goals toward eliminating job stereotyping by sex and 
race through hiring women into job categories that are now 
predominately male at Vanderbilt and vice versa, and minorities 
into both; 
c. specific goals for the hiring of women administrators at top 
levels. 
2. That the University demonstrate its commitment to affirmative action 
by: 
a. issuing a clarification of the classification system at 
Vanderbilt, including job description and a written definition 
of "Key Staff"; · 
b. conducting, through its Personnel Department, an extensive 
University-wide training seminar for all interviewers and 
supervisors and others involved with the hiring of personnel, 
for the purpose of clarification of Title VII and Title IX 
legislation as it affects employment; 
c. adopting a procedure whereby jobs are advertised on campus 
for a designated period (we suggest two weeks) before they are 
advertised off campus, requiring that all departments inform 
· all their employees of open positions and encourage qualified 
persons to apply; 
d. encouraging employees to take courses and adopting a policy 
that permits employees to take one course per semester tuition-
free for credit; 
e. issuing a campus-wide statement suggesting guidelines on the 
use of titles; 
f. issuing guidelines on what office staff are not expected to do as 
part of their jobs (personal errands, making coffee); 
g. requiring that all supervisors provide salary range 
information to employees in their departments. 
3. That the Personnel Department review all classifications of 
employees in order to eliminate out-dated categories and provide 
uniformity University-wide. 
4. That the Associate to the Chancellor be made a member of the 
Chancellor's Cabinet. 
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5. That the University improve general communication procedures 
between administration and staff by: 
a. a careful review of existing procedures; 
b. consideration of the appointment of more staff members, 
especially non-administrative staff, to serve on University 
committees to make use of their valuable potential input 
into University affairs (as noted in the Commission's midyear 
report). 
6. That Occupational Health at Vanderbilt assess immediately the 
respiratory health of all employees working in Linen and 
Laundry, in spite of the fact that Vanderbilt University Hospital 
has passed OSHA inspection. 
7. That Personnel issue a written statement that clarifies the merit 
raise system. 
8. That the University give employees access to their own Personnel 
files. 
9. That the University adopt a longevity increase system. 
10. That the University pro-rate benefits for part-time staff as it 
does for part-time, full-status faculty. 
11. That the University meet with Local 386 to negotiate necessary 
changes in the Union's maternity leave policy. 
12. That the University determine whether or not the seniority system 
does in fact continue into the present the effects of past 
discrimination. If so, we recommend that the University meet 
with the Union to negotiate the necessary changes. 
UNDERGRADUATE WOMEN 
THE QUESTIONNAIRE REPORT 
"I think this school at times reeks of 
tradition--we are not the Southern 
ladies of yesteryear." 
"Accept me as a person, don't restrict 
me to being just the traditional fe-
male. Find out who I am, not what I 
am sexually. I have so much to offer 
that you never ask for and don't help 
me to express." 
"This university needs to raise women's 
consciousness, as well as its own." 
A & S Juniors 
This section of the report is based on answers to a questionnaire 
(see Appendix) responded to by more than 150 women undergraduates from 
all academic classes in the College of Arts and Science, the School of 
of Engineering and the School of Nursing. Students were polled at their 
dormitory residences in a door-to-door interview, with dormitory floors 
chosen so as to obtain an approximately equal proportion (25 percent) of 
responses from each academic class. 
"One of my professors openly discusses 
the 'fact' that women are intellec-
ually inferior to men." 
A & S Sophomore 
·~e are graded harder--some male 
professors think that women couldn't 
possibly be as good as male students." 
A & S Senior 
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"It is known that in some classes 
girls should wear dresses to get good 
grades." 
A & S Sophomore 
In preparing the questionnaire, the Conunission assumed that the 
educational experience of an undergraduate woman at Vanderbilt would be 
significantly affected by three aspects of the University environment. 
One would be the attitudes expressed towards her as an individual engaged 
in the pursuit of intellectual development, especially the attitudes of 
her professors, who are charged with providing her with feedback about 
her intellectual potential and academic progress. Another w~uld be the 
presence, or absence, of female faculty who could serve as role models 
of intellectual competence and professional achievement. The third would 
be the curriculum and textbooks whose content and authorship would reflect 
concern with, or disregard of, the role of women in our culture and the 
world. 
We asked two questions about perceived discrimination by faculty 
in the academic setting: "Have you, as a woman, ever been made to feel 
uncomfortable by male professors in any of your classes?" and "Are you 
ever treated differently from male students in the classroom? (for 
example, in grading, in verbal encouragement, in general expectations)." 
Responses differed according to the class of the respondent. Freshman 
women reported few "uncomfortable feelings" but the percentage rose 
with each class, and 50 percent of senior women reported cases of per-
ceived dlscrimination in the classroom. An interesting pattern emerged 
in the responses of freshman and sophomore women. Many reported that they 
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felt no discrimination by responding "no" to the first question, but to 
the second question they replied "yes," they did see themselves as being 
treated differently from male students (which constitutes discrimination). 
It would appear that this group of women students did not interpret cer~ 
tain actions in the classroom as being discriminatory. 
Women at Vanderbilt are most often in the numerical minority, but 
even when there are no men in the class, some professors, we were told, 
behave in a manner which caused one freshman to say, "My ~ale) _______ _ 
professor intimidated the entire class, and made us feel like 'dumb 
nurses'." A junior woman commented, "They're patronizing. There's a 
definite talking down to women in the class." Ifl. nursing classes, of 
course, these students are competing (for grades, for encouragement, for 
good recommendations) with other women. What happens in courses in 
which women compete with male students? Thirty- five percent of our 
sample emphatically stated that their male professors favor male students. 
The reply most often written down was, "Our comments aren't taken 
seriously." Forty percent of senior women in our sample mentioned that 
their professors considered them less serious about their studies than 
men in the same classes--despite the fact that last year these same 
women, who were then juniors, made an average Grade Point Average (GPA) 
of 2.0660 in the College of Arts and Science while the average GPA for 
their male counterparts was 1.8836. The difference in Nursing was, again, 
two-tenths (.2) of a point, with the women ahead; and even in Engineering, 
traditionally a men's field, the women had an average GPA of 1.9894, 
compared to the men's 1.7221. These figures do not at all confirm the 
opinion that women are less serious than men about study. Their record 
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speaks for them. 
Pursuing our inquiry into the educational setting as it relates to 
women, we asked respondents how many women professors (excluding labora-
tory instructors, teaching assistants, and graduate students) they had 
had as teachers. Students in the School of Nursing said they had had seven 
or more women professors. Since women make up over 92 percent of the 
full-time Nursing School faculty, this result is predictable. 
In the College of Arts and Science, though, the majority (70 percent) 
of students said they had had only one or two women professors. That 
number did not change with the class of the respondent. If a freshman 
said she had had one to two women professors, one might expect that by 
the time she reached the end of her senior year, she would have had 
seven to eight. But in querying the senior women, we found that they, 
too, had had for the most part only one to two women professors while 
in the College. With a total of only about twenty women faculty in the 
College, and none in Engineering, one can easily see why this imbalance 
occurs. The implications of this imbalance are essential to an under-
standing of the situation of women undergraduates at Vanderbilt. If, as 
they say, their intelligence is questioned by some of their male pro-
fessors, and because there are so few women professors, it appears that 
women are doubly disadvantaged as compared to men when it comes to 
developing intellectual self-esteem and vocational aspirations. 
The situation is not remedied by the choice of reading material 
for courses. We asked students to tell us what percentage of the books 
they were required to read were written by women. Sixty-three percent 
answered 0-10 percent. When asked to what extent their required books 
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included discussion of women as a group or women's contributions to 
that field, most of them said that this discussion was minimal or 
nonexistent. 
"Since I hope to be accepted into med 
school, I find it insulting that some 
men have suggested that I become a 
housewife." 
A & S Senior 
"There's a conservative attitude of 
males toward females here. Career-
oriented women are not accepted in 
all social circles." 
A & S Senior 
Despite disparagement by some male faculty and the dearth of accep-
table female role models, women undergraduates persist in their plans for 
a career. When asked if they had specific career goals, an overwhelming 
90 percent answered, "yes." Only half of the respondents said someone 
had influenced them in their career decision; and when there was an 
influence it was almost always that of their parents. Vanderbilt advisors 
assigned to these students apparently had little or no effect on the 
students' career choice. 
The high percentage of women students who responded that they had 
decided on a specific career goal does not support whatever remnant may 
exist in the minds of the Vanderbilt community of the image of the TVC 
(Typical Vanderbilt Coed), who, after coming to Vanderbilt to find a 
husband, receives an engagement ring during her senior year, marries six 
months later and produces her 2.3 children during the succeeding years of 
cafing for her house and family. Rather, the attitude of Vanderbilt 
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women towards career plans is in line with national trends in female 
employment. According to the Wall Street Journal, while the number of 
working husbands has risen 27 percent since 1947, the ntllllber of working 
wives since then has risen 205 percent. Vanderbilt women are still 
planning on marriage; however, they are not planning to remain in the 
home afterwards. Even women who had not made definite career plans said 
they expected to work after they were married, bringing the percentage 
answering in this manner to 97 percent. 
We also asked women whether they planned to stop working after 
having children, and if so, for how long a period. Junior and senior 
women in our sample almost uniformly responded that they would stop 
working to care for the child, and would re-enter the job market after 
about four years. However, the answers we received from the sophomore 
and freshmen women were slightly different. While two-thirds replied that 
they would stop working for three to four years after having a child, a 
full 30 percent indicated that giving birth would not make them leave the 
paid work force for more than a month. It is evident that women who 
graduate from Vanderbilt in the next few years are planning to be in the 
paid work force longer than were their mothers, and perhaps even their 
older sisters. With breaks of a few years to have children, the women 
now at Vanderbilt expect to be working outside the home for most of their 
lives. It is also worth noting that all indications are that women are 
planning to have fewer children. A survey of college-age women these 
days is likely to yield comnents such as the one given us by an Arts and 
Science junior: "I may have one child, but I'm seriously thinking about 
not having any at all." Even if that woman has one child, her lapse from 
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the paid work force is likely to last only four years, and then she will 
return. This corresponds to the national trends found among young women. 
She will also expect help and support (other than financial) from 
her husband. We asked students how they planned to share domestic and 
child care duties with their spouses. While a few declared that it would 
depend on the situation and on the spouse, 90 percent had already made up 
their minds about the sharing of responsibilities. Half of those opted 
for the more traditional 25 percent male/75 percent female effort, but 
the other half th~ught that responsibility for both housework and child 
rearing should be shared equally, 50/50. Moreover, the freshmen class 
had a much greater propensity toward the latter alternative. Seventy-
five percent preferred that there be equal responsibility in the home 
because, as one said, "After all, I'll be out working, too." 
What is Vanderbilt doing to prepare these women for their greater 
time outside the home? Are these trends being discussed in economics, 
history, sociology, or psychology classes, other than Women's Studies 150? 
Is there information available to women about positions for which they 
might want to train? Are there workshops or seminars to discuss, for 
women and men, combining work, marriage and child rearing? Are there any 
kinds of aids that will help male students as they realize that their time 
inside the home will be greater because of their future wives' time outside 
it? 
The answer to these questions is "no" or "not enough." To judge 
from the response to our survey, societal trends in question are, by and 
large, not reflected in the curriculum, although some schools or depart-
~ents, notably Nursing and Sociology, do include courses or course material 
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oriented toward societal roles. Changes in societal roles and in family 
life demand that women and men increasingly assume complex roles. Programs 
addressing these changes should be offered as part of the academic envi-
ronment. 
"I find that the social structure of 
this school is obsolete." 
Engineering Junior 
"People are too busy, too intelligent, 
and too studious to know how to relax 
socially. Including me." 
A & S Junior 
''Women are still not seen as persons." 
Nursing Freshman 
Another area of importance in women's lives at Vanderbilt that we 
attempted to explore was the degree of their satisfaction with the 
opportunities for social life. Vanderbilt is a school where the Greek 
system is still strong. Should a woman decide on "going Greek," however, 
she will have more difficulty in doing so than her male counterpart. 
This past spring, according to Panhellenic and the Inter-Fraternity 
Council, approximately the same number of freshmen women as men went 
through the formalities of rush (380 women, 370 men). When it was over, 
there were 347 male pledges and 196 female pledges. In percentages, 
then, of all freshmen who wanted to join, 92 percent of men were able to 
do so, while only 51 percent of women could become sorority members. 
This imbalance is caused in part by the fact that there are only nine 
sororities at Vanderbilt, while there are fifteen fraternities. The 
number of openings for pledges in sororities has not been adapted to the 
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University's changing ratio of women to men. Half the women who went 
through rush were rejected by the system because of the scarcity of 
places. Those who were accepted report that they are satisfied with the 
social and leadership opportunities they find. There they have a place 
to be with other student women in an informal, pressure-free atmosphere. 
If they don't have or don't want a date, they still have a place to 
socialize. Independent women, however, have no such outlet. Seventy 
percent of independent women surveyed said they were dissatisfied with the 
social opportunities at Vanderbilt, particularly with what they termed 
"the stilted, formal dating scene." The consensus was that independents 
are neglected and ignored in favor of organized Greek life, life which 
necessarily revolves around the more numerous fraternities rather than 
the sororities. 
The students were also asked if they felt any pressure to date, to 
go places only if accompanied by a male, or to be pinned or engaged by 
the time they graduate. Most women did feel pressure to have dates, and 
70 percent felt more at ease when a man accompanied them to certain 
places (notably bars and restaurants). Extremely few felt there was 
pressure to be pinned or engaged by the end of their senior year. The 
high emphasis on one-to-one dating is not unique to Vanderbilt, but the 
pressure is aggravated by its being almost impossible for a group of women 
to get together and go out the way groups of men do. If they feel less 
at ease in bars and restaurants because of their sex, where can they go 
to have a talk session, to meet and enjoy each other's company? The 
reason these women do not like to stay on campus when they go out in a 
group is that here they are too visible, too easily identified as date-
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less--and with the date ethic as strong as it is, they feel uncomfortable. 
Sorority women have their houses, but independent women (who, as we have 
shown, are a large majority) have no such meeting-place. The need is 
clear. A Women's Center on campus would meet this need. 
''Women professors set an example for 
what I can achieve." 
A & S Junior 
"It would be nice to have a place 
where women could meet and get to 
know each other in a relaxed way." 
Engineering Freshman 
"Let's make the issues two-sided and 
give both male and female approaches." 
A & S Junior 
What do undergraduate women want from Vanderbilt? From the preceding 
sections it should be evident that there are intangibles that are impor-
tant to them: fairness, goodwill, encouragement. 
In addition, Vanderbilt undergraduate women have definite ideas 
about changes they would like to see made. We asked them if they would 
like to see more women on the faculty, assuming that their teaching quality 
was as high as or higher than that of the present faculty members. Ninety-
five percent responded affirmatively, and cited such reasons as profes-
sional identification, more diversification of the faculty, and addition 
of a new perspective. As has been noted, Vanderbilt students rarely have 
the chance to study under a woman professor unless they are in the School 
of Nursing. The absence of sufficient role models for women in the College 
and the School of Engineering can be corrected, if a connnitment is made 
at all levels of the University. Undergraduates know that this is so. 
They recognize that there are elements missing from their education at 
Vanderbilt (an education which becomes more costly with each year) and 
they realize that these elements must be present if Vanderbilt is to be 
a quality university. 
Another missing element is discussion of women's contributions in 
the books which students are assigned to read. Exceptional women (Marie 
Curie, for example) are included in the texts because to omit them would 
be to omit whole branches of a particular field. Most other women (and 
women's endeavors) are left out of the texts. Ask a student of American 
history about Seneca Falls in 1848 and she or he will give you a blank 
stare. The same is true of Rosalind Franklin to a student of biology 
and Mary "Mother" Jones to social science students. Few students are 
aware that many of John Stuart Mill's ideas came directly from Harriet 
Taylor. 
Ninety percent of the undergraduate women in our sample feel that 
their professors should use more books by women and more books which 
include discussion of women's contributions to their field. They want 
their professors to select books more critically, with an eye toward 
examination of the roles of women. 
We asked the undergraduates whether, taking into account their 
previous answers to other questions, they would like Vanderbilt to have 
an Office for Women's Concerns. There is a popular belief that there 
exists somewhere in the University a Dean of Women. Twenty percent of 
our respondents me~tioned that an Office for Women's Concerns would 
merely duplicate the efforts made by the "Dean of Women." Vanderbilt 
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has not had a Dean of Women since 1971. Responses to our question suggest 
that there is some uncertainty and confusion regarding the functions of 
the Office of Student Services, headed until recently by the former Dean 
of Women; it is primarily responsible for advisement of honoraries, Panhel-
lenic, fraternity/sorority house financial accounting, minority concerns 
(women and blacks), emergency loans, orientation, and other such activi-
ties. While one of the responsibilities of the Office of Student Ser-
vices is that of minority concerns, it should be noted that the budgetary 
allocation made for programming in that area this past year was $300. 
This indicates to us a lack of commitment to minority students on the part 
of the University. 
However, to our question about an Office for Women we had a high 
affirmative response of 70 percent from all classes and schools. While 
students see the Office of Student Services as being an important adminis-
trative link for students as a whole, and for minority students in 
particular, an Office for Women is seen as a multi-purpose aid to students 
in areas that cannot be covered by the Office for Student Services. For 
example, it would be a gathering place where undergraduates could meet 
other women from the University, a full-time staff person would be able 
to talk and work closely with undergraduate women, especially with 
problems they might have that are due to their status as women students, 
and could refer them to other resources within the University where appro-
priate. In addition, we feel that the office would provide a chance for 
undergraduate women to have close contact with graduate, staff, and 
faculty women ln an informal manner. Getting to know women in the 
graduate and professional schools, for example, would help undergraduates 
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to find out about the field of their choice, or help them in making career 
plans. Campus staff and faculty women could offer aid in the form of 
talking about their jobs and how they obtained them. This type of dialogue 
would let students examine now, before they are faced with it, the diffi-
cul ties arising while trying to "make it." Meeting a Vanderbilt alt.ttnna 
who has had to take a low-paying job as a secretary can be a learning 
experience for a woman still in school. Second, it would be possible to 
have a small library there containing books particularly helpful to 
women. Third, speakers on woman-oriented topics would have a familiar 
place to which an audience would be attracted. 
Such an Office for Women, the students said, would be a professional 
office for all women at Vanderbilt. The Office for Student Services, a 
more "paternally" oriented office, would be the important administration-
student link to an Office for Women. 
"As a graduating senior I had thought 
about my upcoming role as a person. 
But until I took Women's Studies 150, 
I had never really thought much about 
my role as a woman. I have acquired 
a new confidence in myself as a woman, 
which in some ways is making life 
harder--to be battling discriminatory 
practices by businesses and classmates 
--but also easier because I feel as 
if I know myself better." 
A & S Senior 
''Women's Studies has given me support 
in my determination to 'make it' in 
my field." 
A & S Junior 
"The most profound learning experience 
I've had at Vanderbilt has been in this 
course, and I think it is essential to 
our society that these courses be 
expanded and promoted. I felt in this 
class a very real growing together 
among men and women as we sought to 
get a better, truer understanding of 
one another's problems." 
A & S Junior 
One of the most impressive sets of responses we received was to 
our questions about the Women's Studies 150 course and about the possi-
1 
bility of adding more courses about women. Women's Studies 150 is an 
interdisciplinary course, administered by a special conunittee, which has 
been growing stronger since it first began in 1972. Enrollments during 
the first semesters hovered ar~und twenty. Now forty students or more 
sign up for the class each semester. Few students in our sample had 
taken the course--the class has been offered once per semester for four 
years and averages a class size of thirty-five, most of whom are upper-
class students. Despite the fact that so few had been in the class, when 
we asked if they would like to have additional courses about women, the 
response was overwhelmingly positive. Ninety percent of the students 
surveyed would like a separate Women's Studies department to have addi-
tional course offerings, courses that would go beyond the interdisciplinary 
one now offered. The course is considered intellectually demanding. A 
former student backed this up by saying, "it was a lot of work. Not only 
reading, but preparing arguments and discussion for class. One of the 
remarkable things about the course is that student involvement is very 
high: the adrenalin s tarts flowing as soon as you step in the room. But 
it takes preparation to make your arguments and fine points understandable 
and cogent." 
"We need the chance to have the same 
type of rooms as the men. Now only 
men can live in Tower II." 
A & S Junior 
''More support for women's athletics!" 
Nursing Freshman 
"I am transferring to (another college) 
this summer. Although it will not be 
a utop.ia, I do have expectations that 
the environment may be more conducive 
to women's concerns." 
A & S Sophomore 
The last questions which we asked undergraduate women had to do with 
the quality of their life here at Vanderbilt and how it could be improved. 
Are there enough activities for women? What are the biggest problems for 
women at Vanderbilt? How could the University better meet your needs? 
Answers varied with the individual, but the most frequent ones are the 
three which begin this section. 
Equal opportunity for housing was high on the students' list of 
priorities. Over 60 percent commented on the fact that only men live in 
Tower II during the August to May academic year, although both men and 
women lived there during this past sununer of 1976. Tower II contains 
singles and some doubles. It appears that there are many women who 
would like to live in these rooms; for the most part, the reason they 
gave was that Tower II is newer than the dorms in which upperclass women 
now hold singles (Tolman and Cole, for example). Tower II has carpeting, 
much better lighting, a newer, cleaner appearance, and a study lounge for 
each floor. Our respondents stated also that it costs less to live there. 
Undergraduate women want to be allowed to enter the lottery for Tower II 
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and give up some of the floors of the older dorms to men. 
There is a growing interest in athletics on the part of young 
women, and respondents mentioned many changes which they felt ought to 
be made in the Athletic Department. This is discussed fully in the sec-
tion on athletics. 
"I believe that one of the biggest 
problems at Vanderbilt is the attitude 
many males have about females. Mostly 
on the part of students, but also on 
the part of some professors, there is 
an idea that women students are not 
really serious about their career; 
those women who are adamant and vocal 
about their aspirations are derided. 
It is these derisions which often 
cause a withdrawal of ambitions and/or 
a lack of confidence which I believe 
can lead to a lower performance as a 
student and in the working world." 
A & S Junior 
Over 50 percent of the comments we received to our last questions 
mentioned as basic problems the attitudes and biases prevalent among 
males on the Vanderbilt campus. These are not problems which can be 
changed overnight. A beginning would be made, however, by recognizing 
that these attitudes do exist and that they are prejudicial and detri-
mental, not only to women but to the entire Vanderbilt connnunity. 
Discrimination because of sex is to be considered as seriously as discrim-
ination because of race, religion, or national origin. They are all 
circumstances of birth. None of them warrants ridicule, discouragement, 
or denial of opportunity. 
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STATISTICAL ANALYSIS 
The number of women undergraduates at Vanderbilt is increasing. 
Graph I shows first~year enrollment of women in Arts and Science and 
Engineering for 1970/71 through 1974/75. First-year enrollment of women 
undergraduates has increased by 31.0% in those five years, and in 1975/76 
women represented 44.6% of the entering class. In Engineering the five-
year increase, though only 14.1%, is significant since Engineering has 
been so sex-specific. The change in first-year enrollment is reflected 
in the overall undergraduate enrollment of women from 35.7% in 1970 to 
37.7% in 1974 for Arts and Science and from 11.9% to 13.8% in Engineering. 
GRAPH I. VANDERBILT UNIVERSITY PERCENT REPRESENTATION FIRST YEAR 
UNDERGRADUATE STUDENTS BY SEX, 1970/71-1974/75 
ion 
15.6 
A&S ENG 
70/71 
13.9 
A&S ENG 
71/72 
13.1 
A&S ENG 
72/73 
15.C 
A&S ENG 
73/74 
17.8 
A&S ENG 
74/75 
Source: Statistical Report of the University Registrar, Vanderbilt 
University, 1974/75 
69 
Female 
D 
Male 
The University officially dropped its quota system on undergradu-
ate enrollment of women in Arts and Science in 1972 and pledged to bring 
the enrollment up to 50/50 by stages. The biggest enrollment jump for 
women came in the following year--1973/74. It has increased more slowly 
since then. 
Undergraduate women were and still are underrepresented, although 
women students at Vanderbilt have earned consistently higher grade point 
averages than men. Table I shows the Grade Point Average (GPA) for men 
and women undergraduates for 1970-1974/75. The same pattern can be 
observed when data are broken down by school and class. Even in 
Engineering, a traditionally and still preponderantly male area, women 
consistently earn a higher GPA than men. Table II shows the GPA for men 
and women Engineering students in 1974/75. 
TABLE I. VANDERBILT UNIVERSITY UNDERGRADUATE STUDENT GRADE POINT 
AVERAGE BY SEX, 1970/71 - 1974/75 
1970/71 1971/72 1972/73 1973/74 1974/75 
Women 1. 8684 1. 9086 1.9416 1. 9635 1. 9411 
Men 1. 6791 1. 7189 1. 7294 1. 7679 1.8053 
Source: Statistical Report of the University Registrar, Vanderbilt University, 
1974/75. 
70 
TABLE II. VANDERBILT UNIVERSITY ENGINEERING STUDENT GRADE POINT 
AVERAGE BY SEX AND CLASS, 1974/75 
Freshmen Sophomore Junior Senior 
Women 1.8121 1.5688 1. 9894 2 .0472 
Men 1. 6329 1.4936 1. 7221 1.8900 
Source: Statistical Report of the University Registrar, Vanderbilt University, 
1974/75. 
These highly qualified undergraduate women are concentrated in 
relatively few fields. Table III shows the total number and percentage 
of degrees awarded to women for the five-year period 1970/71-1974/75 and 
the percentage of all undergraduate degrees to women in each field. 
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TABLE III. VANDERBILT UNIVERSITY TOTAL UNDERGRADUATE DEGREES AWARDED TO 
WOMEN FOR THE FIVE YEARS 1970/71 - 1974/75 BY FIELD 
Field 
ARTS AND LETTERS 
English 
Fine Arts 
French 
Spanish 
Philosophy 
German 
Latin 
Drama 
Russian 
Religion 
Interdisciplinary Stud. 
Portuguese 
Linguistics 
Afro-American Studies 
Classics 
American Studies 
Greek 
TOTAL 
SOCIAL SCIENCE/BUSINESS 
Psychology 
History 
Sociology 
Political Science 
Economics 
Business Administr. 
Anthropology 
TOTAL 
MATH/NATURAL SCIENCE 
Mathematics 
General Biology 
Chemistry 
Molecular Biology 
Geology 
Physics 
Astronomy 
TOTAL 
NURSING 
Degrees">'< 
Total Women 
423.4 
146.6 
89.5 
55.1 
160.7 
33.1 
23 
26 
13.7 
15.3 
12 
5.3 
1 
1 
8.5 
1.3 
.5 
1016.0 
497.2 
449.4 
144.9 
274.9 
266 
220.5 
31 
1883.9 
218 
219.2 
153.3 
76.3 
25.5 
50.8 
5.2 
748.3 
428 
234.8 
124.3 
71. 7 
44.6 
39 .1 
16. 3 
15.5 
13.5 
11 
8.3 
5 
2.5 
1 
1 
.5 
0 
0 
589.l 
215.6 
121 
65.6 
65.4 
34 
33 
14.5 
549.l 
104.9 
60.5 
25 
21.3 
7 
4 
.5 
223.2 
419 
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Percent Women of 
Department 
55.5 
84.8 
80.1 
80.9 
24.3 
49.2 
67.4 
51. 9 
80.3 
54.2 
41. 7 
47.2 
100.0 
100.0 
5.9 
o.o 
0.0 
43.4 
26.9 
45.3 
23.8 
12.8 
15.0 
46.8 
48.1 
27.6 
16.3 
27.9 
27.5 
7.9 
9.6 
97.9 
Percent of all 
Degrees to Women 
12.7 
6.7 
3.9 
2.4 
2.1 
. 9 
.8 
• 7 
. 6 
. 4 
.3 
.1 
.1 
.1 
.03 
0.0 
0.0 
11. 7 
6.6 
3.6 
3.5 
1.8 
1.8 
.8 
5.7 
3.3 
1.4 
1.2 
.4 
.2 
.03 
/.2 . 7 
TABLE III, Continued 
ENGINEERING 
Engineering Math 38 13.5 
SIS 67 13.3 
35.5 . 7 
19.9 . 7 
Engineering Science 83 10.5 12.7 . 6 
Civil Engineering 162 10 
Mechanical Engineering 116.5 5 
6.2 .5 
4.3 .3 
Materials Science 36. 5 4 
Electrical Engineering 152 3.5 
Chemical Engineering 63 2 
10.9 .2 
2.3 .2 
3.2 .1 
Biomedical Engineering 25.5 1 3.9 .1 
EWRE 13 2 15.4 .1 
Engineering Mechanics 4 0 o.o o.o 
TOTAL 760.5 64.8 
UNIVERSITY TOTAL 4836.7 1845.2 38.1 
Source: Statistical Report of the University Registrar, 1970/71 - 1974/75. 
*Fractions are the result of double majors. 
Ten of 42 fields (Nursing, English, Psychology, Fine Arts, 
History, Mathematics, French, Political Science, Sociology and General 
Biology) account for 80% of the degrees awarded to women undergraduates. 
Nursing, a traditionally sex-specific field, accounts for over one-fifth 
of the degrees granted to women during the five years (22.6%). Table III 
shows that six of the remaining nine fields (English, Psychology, Fine 
Arts, Mathematics, French and Sociology) have an overrepresentation of 
women compared to the percentage of women graduates from all fields for 
the five years (38.1%). 
The other three (History, Political Sclence and General Biology) 
have an underrepresentation of women, especially striking because they 
are large fields (the second, fourth and seventh largest in the College 
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of Arts and Science). It is· worth noting that the percentage of under-
graduate degrees awarded to women in the School of Engineering at 
Vanderbilt far exceeds the national figures for women undergraduate 
degrees in engineering. This is true for all fields within the School. 
What is the significance of an undergraduate degree in English or 
sociology for a woman? Does it mean the same as undergraduate degrees 
for men in these areas? Unlike Nursing, these Arts and Science fields 
do not prepare a student of either sex for a specific job. A job or 
career in these fields is usually dependent upon further education. 
National data still show that many more men than women will continue 
their education in graduate schools. But how many more? Ideal statistics 
would follow through on a group of Vanderbilt women and men receiving 
undergraduate degrees to see how many of each group continue with a 
graduate education and how many of each group complete a Ph.D. degree. 
We do not have those data for any group of Vanderbilt students. However, 
we do have some rough measures of the representation of women at levels 
of education beyond the baccalaureate degree at Vanderbilt. Table IV 
shows three types of data for the nine Arts and Science fields granting 
most of the undergraduate degrees to women at Vanderbilt: the proportion 
of women receiving undergraduate degrees in these fields for the period 
1970/71-1974/75; the proportion of women graduate students in these fields 
for the period 1969/70-1975/76; and the proportion of women throughout 
the nation receiving a Ph.D. in these fields in 1972. 
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TABLE IV. VANDERBILT UNIVERSITY FIELDS WITH HIGHEST PERCENTAGE OF 
UNDERGRADUATE DEGREES TO WOMEN 1970/71 - 1974/75 COMPARED 
TO PERCENTAGE OF WOMEN GRADUATE STUDENTS AT VANDERBILT 
1969/70 - 1975/76, AND NATIONAL Ph.D. AVAILABILITY FOR 
WOMEN, 1972 
-~--~~~~----~~------------------------------------~-------------------------Field 
Fine Arts 
French 
English 
Math 
Sociology 
Psychology 
General Biology 
History 
Political Science 
Percent Undergraduate 
Degrees to Women 
1970/71-1974/75 
84.8 
80.1 
55.1 
48.1 
45.3 
43.4 
27.6 
26.9 
23.8 
Percent Women 
Graduate Students 
1969/70-1975/76 
78.2 
66.3 
47.0 
30.1 
29.2 
26.1 
27.3 
27.2 
21. 9 
Percent 
Women Ph.D. 's 
1972 National 
46.1 
47.7 
33.2 
8.2 
21.4 
24.2 
21. 9 
15.7 
10.6 
Source: Statistical Report of the University Registrar, 1969/70 - 1975/76; 
HEW Bureau of Research and Development; National Center for Educational 
Statistics, Earned Degrees Conferred: 1972. 
A very clear pattern emerges from the above data. There is a 
consistent decrease in the representation of women at progressive stages 
of the university education process. An understanding of this educational 
trend would take into consideration career patterns and prospects for 
women as well as sex discrimination within the University. Here the main 
purpose is to illustrate the different meaning of undergraduate degrees 
for women and men, even in fields where women are highly represented at 
the undergraduate degree level. 
What of the 32 fields where women receive a very small portion of 
the degrees granted (together accounting for 20% of all degrees granted 
to women, 1970/71-1974/75)? There are several fields where women are 
"overrepresented'' but the field is very small. These include 
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Afro-American Studies, Linguistics, Drama, Religion, Spanish, German, 
Latin and Russian. Although women are strongly represented here, these 
fields account for only 6% of undergraduate degrees to women during the 
years under consideration. The remaining 14% were divided among 24 
fields ranging from one degree in Biomedical Engineering to 39 in 
Philosophy (see Table III). 
It is ironic that where women are most overrepresented their job 
prospects are worst and where they are most underrepresented their job 
prospects are best.* Engineering has been traditionally underrepresented 
by women, but because of that there are affirmative action measures and 
programs to increase female representation in engineering-related 
occupations. Of the nine principal Arts and Science fields in which 
women are concentrated, job prospects are unfavorable for both men and 
women. Of those women in English, Psychology, French, and Mathematics 
who wish to pursue careers, many will go into education. However, the 
demand for teachers has been decreasing for some time with the declining 
school-age population, pointing up strongly the need for good vocational 
counseling along with the liberal arts education at Vanderbilt. A 
growing number of women are interested in pursuing careers. These women 
need to be informed about a changing occupational structure. 
* College Women and the Job Market in the South, 1980; Eva C. Galambos, 
Southern Regional Education Board; 130 Sixth St. NW, Atlanta, 30313. 
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THE COMMISSION RECOMMENDS: 
1. That, as recommended by the Women's Studies Committee, the University . 
make available to the College of Arts and Science authorization and 
funds for a new faculty position, to be designated as a joint appointment 
between a department of the College and the Committee on Women's Studies, 
at the senior level and on a permanent basis. Approximately one-third 
to one-half of that position would be assigned to Women's Studies. 
2. That all departments commit themselves to hiring women in full-time, 
full-status faculty positions. 
3. That all departments make efforts to reflect fairly the contributions 
of women to fields within the department by choosing appropriate 
readings, encouraging discussion of societal changes affecting the 
status of women, and including course offerings which can be listed 
as women's studies courses. 
4. That in accordance with Title IX, an undergraduate grievance procedure 
for sex discrimination cases be established and publicized through 
distribution to all undergraduates. 
5. That all faculty be aware of sexist bias relayed through academic 
advertising and that in particular, pre-professional advisors be offered 
a training seminar to counteract conscious or unconscious bias that 
discourages undergraduate women from furthering their education and 
career. 
6. That the University conunit adequate funds to the Office of Student 
Services for the implementation of programs for minority students, 
including women, to enable this office to increase its service to 
women students. 
7. That in accordance with Title IX, the University make undergraduate 
student housing equally available to women and men, with special 
reference to Carmichael Tower II. 
8. That the University give serious attention to Panhellenic reconunendations 
on the establishment of more sororities. 
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GRADUATE WOMEN 
THE RESULTS OF INTERVIEWS 
"When the Chancellor talks about the 
professional schools often he doesn't 
even mention the School of Nursing. 
The School of Nursing has always been 
a stepchild ••• in the past it has had 
to fight to even stay at Vanderbilt." 
"When I came here as a 
graduate student I was 
in my department. All 
and faculty were male. 
uncomfortable feeling." 
first-year 
the only woman 
the students 
It was a very 
"There are forty-seven women in the 
Medical School ••• and still no provision 
has been made for adequate dressing 
room space for us in the 'dog-lab'. 
Also all of the uniforms are large--no 
adjustments have been made for women. 
It's all part of the overall 'in-group' 
atmosphere." 
"It is realistic to expect that upon 
graduation some of these business 
$tudents will have to behave like 
professionals, in a society that is 
increasingly acknowledging the rights 
of women. The faculty and adminis-
tration could have performed a useful 
function by giving disincentives to 
sexist behavior here." 
"In our department a large number of 
women are admitted. They work several 
years toward a degree and then are told 
they aren't Ph.D. material. They are 
given terminal M.A. 's. There hasn't 
been a woman Ph.D. in ten years." 
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The Commission on the Status of Women collected the data for this 
section through interviews with women students enrolled in graduate and 
professional schools at Vanderbilt. Names of graduate women were extracted 
from the campus directory. In instances where sex could not be clearly 
determined, names were checked against student rosters. This time-
consuming process was necessary because of inadequate University records 
that do not, for example, provide a systematic way of identifying women 
in Graduate School departments. Women students enrolled in the profes-
sional schools, where numbers are relatively small and manageable, were 
easier to identify. 
Graduate women spoke about the general academic environment for 
women; the attitudes of male faculty and graduate students toward women 
in the programs; the kind of encouragement and moral support extended by 
their departments and schools for job placement, research, and publishing; 
the types and extent of financial aid ,women students are receiving; and 
other topics they considered pertinent to their status as women graduate 
and professional students at Vanderbilt. Although some problems and 
situations were unique to particular schools, the Connnission found many 
common threads uniting the experiences. Most graduate women said they 
were not aware that their concerns, interests, and difficulties were 
shared by women outside their departments or schools. This reinforced 
statements made by many graduate women about the degree of isolation they 
feel at Vanderbilt. 
Academic Environment 
In discussipg their academic environment, women in all areas most 
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frequently expressed concern about the paucity of women on the faculty. 
Except in the traditionally female profession of nursing, women compose 
a very small percentage of the Vanderbilt faculty. Some schools, notably 
Law and Divinity, although admitting an increasing number of women to their 
programs, have not increased the percentage of women on the faculty. Women 
graduate students state that the absence of a significant number of women 
faculty deprives them of sufficient role models in the professions they 
are preparing to enter. Under these circumstances it is little wonder that 
graduate women expressed anxiety and fear about having to perform as 
"superwomen" in order to succeed in their professions. Observing that 
Vanderbilt does not reflect a strong connnitment to affirmative action in 
the employment of its own faculty, graduate women question the future 
usefulness of their degrees. Some women who had sat on faculty search 
connnittees or had observed job procedures in their departments reported 
that search connnittees often seemed unaware that affirmative action 
legislation exists. 
Curriculum Changes 
Graduate women mentioned difficulty in introducing curriculum 
changes to ensure coverage of women's issues, scholarship and research by 
women, and examination of a discipline from a feminist perspective. 
Several women mentioned the difficulty of finding someone to work with if 
one is interested in a topic related to feminist studies or research. 
Because of this one graduate student in psychology described her course 
of study as lacking in "academic richness," and she pointed out her 
department's tendency, at the graduate level at least, to ignore the work 
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of women in Psychology, 
The graduate faculty's unawareness or deliberate disregard of these 
issues was a source of strong resentment among women in English, History, 
Political Science, and Sociology who felt that their disciplines both 
lent themselves to and could benefit from such curriculum changes. Women 
in Sociology, where no faculty member could be found to teach a seminar 
on women's issues, suggested that while the presence of women on the 
graduate faculty would definitely help remedy the problem, it was also the 
professional responsibility of male faculty members to educate themselves 
on these issues in the field and incorporate new insights into their 
courses. Faculty's failure to do so is understood by graduate women as 
indicative that women--those already at work within an academic field and 
those training for professional careers--are not taken as seriously as 
males. Women in Divinity also voiced disillusionment. Several years 
ago a group of women students distributed a comprehensive list of books 
and articles by women, pertinent to feminist studies in divinity; very 
few faculty members have taken advantage of this bibliography in their 
courses. 
Attitudes Toward Women Graduate Students 
The feeling that graduate and professional women are taken less 
seriously than their male counterparts and must continually "prove" 
themselves in ways that male students do not was expressed to the Commis-
sion by women in nearly every school. They sensed a general assumption 
that men have "better minds," will produce "more significant work," and 
~re more worth training because they, and not women, will be active and 
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stay in the profession. The degree to which these attitudes result in 
overt discrimination varies, the graduate and professional women said. 
The effects are seen at their worst when persons holding such attitudes 
have the power to affect job placement, recruitment into programs, devel-
opment of skills, scholarship aid, and teaching and research assistantships. 
Women in Law noted that in some of their classes male professors 
fail to call on women students to recite case histories until midway in 
the term, thus depriving them of equal practice in developing skills 
essential to becoming effective lawyers. In the Graduate School of Man-
agement women reported the prevalent attitude that since the Nashville 
business community is controlled and managed by males, the School's 
obligation should be mainly to the education of men. The admission of women to 
the GSM dropped significantly in 1975-76. This indicates a lack of commitment 
to the recruitment of women by the Graduate School of Management. A 
graduate woman in History described a kind of "cooperative discrimination" 
in job placement practiced by her department: department members, according 
to her, agree to support only one candidate for a particular job. This 
discriminates against all other qualified candidates in the department, 
and may discriminate even more harshly against women because the faculty 
is so predominantly male. In addition, male faculty often regard their 
male students as superior to female students just as a matter of course. 
In both Sociology and Philosophy there was a sense among women that men 
receive financial aid in the fonn of teaching assistantships more fre-
quently than women. In the Department of Sociology there was additional 
sentiment that assistantships are even more difficult for married women 
to obtain. 
Many women in both graduate departments and professional schools 
voiced the opinion that a cooperative professional placement office is 
needed. The office could provide job guidance information, now obtainable 
only through the initiation of infonnal student groups in many departments. 
The existence of such an office would counteract the effects of a depart-
ment's indifference or, equally, the whims of particular individuals 
charged with placement within a school. 
Women in the School of Medicine expressed problems with regard to 
fields of study. They noted a strong tendency for women to enter Pedi-
atrics, one of the few areas in the school where there are female role 
models and where women have some input into administrative decision-making. 
Women students are specifically discouraged from some other fields, most 
notably surgery. The Department of Obstetrics and Gynecology was described 
as second only to Surgery in its negative attitude toward women students. 
Concern was also expressed about the treatment of women patients by some 
doctors in this field. One Vanderbilt faculty member taking students into 
a patient's room to conduct a pelvic examination is reported to have said 
before entering, "Now we get to go feel up these nice young chicks." 
Students in the School of Medicine reported an offensive lecture 
on breast cancer in which a number of slides from Playboy were used. 
Last year there was a protest from women students about it, but the 
professor repeated the lecture this year. Male students laughed; the 
women protested again. The professor merely said he was glad they had 
expressed their sentiments. He did not say he would not do it again. 
Attitudes toward women students are often manifest in such subtle 
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ways. Graduate women in Psychology feel that discrimination operates 
primarily at the personal level. They described the case of one male 
advisor from whom several women students transferred because of his openly 
sexist attitude. Two women from this department described their advisor's 
attitude toward them as condescending and patronizing. A graduate woman 
in Molecular Biology described one professor as "blatantly sexist and 
proud of it." In the English Department women students said they are often 
asked to bring refreshments to parties for visiting lecturers; men students 
are not asked to do so. One English professor gives women in his classes 
nicknames such as "Suzy Q" and "Cutie Pie"; this behavior is not only 
humiliating to the women involved, but also unprofessional. Women in 
Political Science reported that it was conunon to encounter wise-cracks 
and defensiveness about being sexist from male faculty; women in Religion 
felt their faculty did show some sensitivity to the issue of language 
use but this has had little effect on producing curriculwn changes. 
Women in GSM reported no faculty or administrative support for 
women students or for feminist issues. GSM women who have tried to effect 
change or point out discrimination have been labeled troublemakers and 
have been subjected to overt harrassment in the form of posters, obsceni-
ties, and mockery from both male faculty and male students. These women 
feel that the scarcity of women students and the absence of women faculty 
make their situation extremely difficult. 
Graduate women feel that the University should take responsibility 
for educating men about their sexist attitudes and hold them responsible 
for failing to act in a professional way toward women in the University. 
In some cases--the organized women's groups in Divinity and Law are good 
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examples--graduate women have undertaken to carry out this education 
process themselves. However, the primary responsibility must come from 
University administration, particularly when many women are concerned that 
their actions and statements could damage their academic and professional 
careers. The Deputy Provost of the University said, when asked by the Conunission 
coordinator if there had been many student complaints about sexist profes-
sors, ''You always get one or two cases a year. It's dealt with effectively 
each time here. And anytime you have a large faculty some of them will 
cause problems. Some of them will accost a woman in a bar and will do the 
same in the classroom. But there is no pattern". During the same conver-
sation he also said, "Affirmative action isn't just a legal issue--it's 
an attitudinal one." This only underscores the seriousness of the concern 
expressed by graduate women. Attitudinal change is needed at the highest 
administrative levels. 
Scholarship Opportunities 
Students in Law and Medicine pointed out to the Commission that 
women are rarely selected for the prestigious Potter and Wilson scholar-
ships. Some women in the Graduate School expressed concern about the 
recent tie-up of awards from the Ethel Mae Wilson Fund, noting that the 
Ethel Mae Wilson money seems to be the only scholarship fund being held 
up because of recent Title IX legislation. In departments such as Reli-
gion, where the financial aid policy is to give support to all students, 
graduate women feel they are treated equitably. In departments with no 
equalization policy, some women believe that when there is not enough aid 
money for all, the male students are favored. Some married women in 
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Molecular Biology, and Sociology feel they have a particular 
disadvantage. Whether or not this is the case, several factors strength-
ened their contention: the failure of departments to make clear criteria 
by which aid is awarded; the presence of questions on the graduate 
financial aid form that are in violation of Title IX and affirmative 
action procedures; and the failure of the University to keep a financial 
aid file by sex on the amounts and kinds of financial aid received by 
male and fem.ale graduate students. It is legally obligatory, in the 
Commission's understanding, that under Title IX requirements such records 
must be kept, along with records specifying the source of financial aid. 
Affirmative Action 
On the whole graduate women seemed unaware of the existence of an affirma-
tive action officer at Vanderbilt. As one woman in Psychology said, "People 
don't know where to go when they run into blatant discrimination." Women 
students in the Medical School with whom we spoke had not heard the words 
"affirmative action" mentioned in the school. So far as they knew, the 
issues of affirmative action had never been discussed with students there. 
They felt that there is, in fact, a quota system in operation for admis-
sions: this feeling was reinforced when they heard that the Vice-Chancellor 
for Medical Affairs had stated to the Commission coordinator that Vander-
bilt would not want to go above the national percentages in admitting 
women to medical school (at this time Vanderbilt comes very close to 
meeting the national figure) because it is the national percentages that 
set the standard for quality for women medical students. 
Several students pointed out that the application forms used by the 
Graduate School ask for information now prohibited by Title IX. Others 
noted that the Tarbell Report on Graduate Education at Vanderbilt makes 
no specific mention of affirmative action, nor were any of its statistics 
broken down by sex. 
They saw all of these things as indications of the University's 
failure to acknowledge fully the problem of sex discrimination at Vander-
bilt. 
Housing 
The opinion was voiced that more attention should be given to 
housing for graduate women, especially for first-year students and single 
women. It was felt to be important that women have the option of conve-
nient and reasonably priced on-campus housing. A report has been prepared 
by the University's Committee on Residence Hall Planning that supports 
this need. The complete report is available from Dean K.C. Potter. 
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STATISTICAL ANALYSIS 
In order to evaluate statistical data (for the seven-year period, 
1969/70-1975/76) on women graduate and professional school students, the 
Commission asked the following questions: 
1. How many women have been enrolled in the Graduate School and 
in which fields? What are the trends in enrollment of women? 
2. How many women have been enrolled in the professional schools? 
What are the enrollment trends and how do they compare with 
trends in the Graduate School? 
3. How does Vanderbilt Graduate School compare with the national 
enrollment trends? 
4. What percentage of Vanderbilt women graduate students have 
received advanced degrees? ,How do the figures compare with 
national da1~? 
~ 
5. What is the ,relationship between the enrollment of women in 
graduate programs at Vanderbilt and degrees awarded to women? 
Enrollment of women and trends of enrollment: the Graduate School 
There are 53 fields in which degrees are offered in the Graduate 
School. Women in any ~ignificant nt.nnber, however, are found in only a 
small proportion of these fields. The number of women enrolled in the 
Graduate School and the fields in which they are enrolled are shown in 
Table I. The table indicates the nt.nnber of new women students, the total 
number of women students, and the percentage of total enrollment that 
were women, in all fields for the years 1969/70-1975/76. 
The average number of women per year in a department or field 
generally ranges from one to twenty-five. Of fields with a yearly 
average of 50% or more women enrolled, Anatomy with 59% is the only 
non-traditional discipline enrolling a high percentage of women. Other 
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TABLE I VANDERBILT UNIVERSITY GRADUATE SCHOOL ENROLLMENT BY SEX 1969/70 - 1975/76 * 
' 
DEPARTMENT OR 1969 - 1970 1970 - 1971 1971 - 1972 1972 - 1973 
FIELD New Total New Total New Total New 
F M %F F M %F F M %F F M %F F M %F F M %F F M %F 
BIOLOGICAL 
SCIENCES 
Anatomy 2 0 100% 4 2 67% 1 0 100% 4 2 67% 0 1 0% 3 2 60% 0 
Biochemistry 3 4 43% 12 28 30% 2 4 33% 10 24 29% 4 3 57% 10 24 29% 3 6 33% 
Biology 4 5 44% 10 12 45% 5 1 83% 9 10 47% 2 5 29% 9 12 43% 2 1 67% 
Biostatistics 1 0 100% 3 1 75% 1 1 50% 2 3 40% 1 3 25% 2 4 33% 0 1 0% 
Microbiology 0 1 0% 0 7 0% 0 1 0% 0 7 0% 0 2 0% 0 6 0% 2 1 67% 
Mol. Biology 1 9 10% 3 19 14% 1 4 20% 4 21 16% 1 4 20% 5 23 18% 2 5 29% 
Pathology 0 1 2 33% 2 2 50% 3 5 37% 0 2 3 40% 0 
Pharmacology 0 5 0% 3 21 12% 0 2 0% 3 23 12% 0 8 0% 3 28 10% 2 3 40% 
Physiology 0 3 0% 5 12 29% 1 1 50% 2 10 17% 1 2 33% 2 10 17% 2 2 50% 
Business 
Systems & Infor-
m.ation Science 0 0 0 3 0% 0 3 0% 0 1 0% 1 3 33% 1 5 17% 
ENGINEERING 
Chemical 0 0 6 0% 0 5 0% 0 11 0% 0 1 0% 0 8 0% 0 1 0% 
Civil 0 4 0% 0 16 0% 0 4 0% 0 12 0% 0 5 0% 0 13 0% 0 3 0% 
Electrical 0 1 0% 0 20 0% 1 7 12% 1 23 4% 0 4 0% 1 20 5% 0 4 0% 
Eng. Management 0 12 0% 0 16 0% 0 10 0% 1 11 8% 0 7 0% 1 12 8% 0 4 0% 
EWRE 1 12 8% 2 21 9% 0 7 0% 1 23 4% 1 8 11% 4 25 14% 1 10 9% 
Materials 0 4 0% 0 12 0% 0 5 0% 0 11 0% 0 3 0% 0 13 0% 0 4 0% 
Mechanical 0 6 0% 0 21 0% 0 10 0% 0 26 0% 0 4 0% 0 21 0% 0 
Art History 2 1 67% 7 2 78% 6 6 100% 10 4 71% 2 1 67% 9 1 90% 3 1 75% 
LANGUAGES 
French 6 0 100% 23 8 74% 6 3 67% 20 13 61% 5 1 83% 17 8 68% 6 1 86% 
German 8 8 50% 14 27 34% 3 7 30% 12 25 32% 8 3 73% 18 22 45% 4 4 50% 
Greek, Classics 
Latin 
Portuguese 
Russian 
Spanish 7 2 78% 11 7 61% 11 2 85% 19 5 79% 1 4 20% 5 8 38% 4 2 67% 
Hearing & Speech 18 4 82% 26 7 79% 19 2 90% 24 7 77% 19 2 90% 31 7 82% 14 2 87% 
LETTERS 
Classical 
Studies 1 2 33% 3 8 27% 1 1 50% 3 6 33% 4 2 67% 5 5 50% 0 
Comparative 
Literature 3 3 50% 7 5 58% 1 1 50% 6 5 56% 0 1 0% 6 4 60% 0 3 0% 
English 18 18 50% 42 59 42% 19 12 61% 46 56 47% 6 14 30% 34 44 43% 12 15 44% 
Philosophy 2 11 15% 3 24 11% 4 9 3l% 6 21 22% 1 9 10% 5 31 14% 2 9 18% 
Religion 7 21 25% 9 77 10% 11 17 39% 19 78 20% 12 14 46% 
Mathematics 4 5 44% 12 21 36% 4 9 31% 10 26 28% 3 6 33% 10 20 33% 2 6 25% 
PHYSICAL SCIENCE 
Physics/ 4 9 31% 4 57 7% 0 7 0% 0 53 0% 0 7 0% 0 44 0% 0 4 0% 
Astronomy 
Chemistry 6 11 35% 8 50 14% 2 5 40% 5 37 12% 0 11 0% 3 37 7% 1 5 17% 
Geology 0 5 0% 0 7 0% 0 4 0% 0 6 0% 0 3 0% 0 7 0% 0 2 0% 
PSYCHOLOGY 
Psychology 2 18 10% 11 63 15% 6 13 32% 17 65 17% 6 11 35% 22 57 29% 8 18 44% 
Clinical 
Cognition 
Developmental 
Experimental 
Perception 
Physiological 
Psychometrics 
Social 
SOCIAL SCIENCES 
Anthropology/ 
Sociology 4 5 44% 9 25 26% 2 13 13% 9 30 23% 4 11 27% 12 32 27% 7 4 64% 
Economic 
Development 3 27 10% 4 37 10% 5 24 17% 5 26 16% 1 6 14% 6 28 18% 3 25 11% 
Economics 3 13 19% 6 53 10% 5 20 20% 11 60 15% 0 30 0% 10 77 11% 0 12 0% 
History 10 14 42% 18 52 26% 6 13 32% 16 48 25% 5 18 22% 16 45 26% 5 12 29% 
Political 
Science 1 10 9% 5 33 13% 0 7 0% 3 27 10% 4 8 33% 5 21 19% 3 6 33% 
Latin American 
Studies 1 1 50% 1 3 25% 1 2 33% 1 4 20% 0 3 0% 0 4 0% 1 3 25% 
M.A.T. 12 1 92% 37 8 82% 8 l 89% 26 6 76% 1 1 50% 13 5 72% 5 2 71% 
Special Students 1 1 50% 2 3 40% 0 1 4 20% 6 2 75% 6 7 46% 2 2 50% 
.'!'.Q.'!'& 128 235 296 775 130 249 299 836 97 232 295 819 109 202 
35% F 27. 6% F 34% F 26.3% F 30% F 26.5% F 35% F 
* Percents rounded to nearest whole number. Total enrollment includes new enrollment. 
Source: Civil Rights Compliance Report (HEW); Office of University Registrar. 
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Total 
F M %F 
3 1 75% 
11 22 34% 
3 11 21% 
1 4 20% 
2 7 22% 
6 26 19% 
4 5 44% 
6 20 23% 
6 9 40% 
2 9 18% 
0 10 0% 
0 12 0% 
0 17 0% 
0 7 0% 
4 28 12% 
0 15 0% 
0 17 0% 
8 2 80% 
25 9 74% 
15 21 42% 
7 8 47% 
31 9 77% 
5 4 55% 
3 6 33% 
41 45 48% 
4 26 13% 
24 66 27% 
12 21 36% 
2 32 6% 
5 31 14% 
0 8 0% 
22 50 31% 
20 30 40% 
4 43 8% 
11 71 13% 
19 49 28% 
8 20 29% 
1 3 25% 
15 6 71% 
2 2 50% 
332 782 
29.8% F 
Total: New Percentage Yearly 
1973 - 1974 1974 - 1975 1975 - 1976 Enrollment Total Enrollment 
New Total New Total New Total 1969 - 1976 of Women for the 
F M %F F M %F F M %F F M %F F M %F F M %F F M %F 7-Year Period 
0 1 1 50% 2 0 100% 3 2 60% 0 1 2 33% 5 1 83% 59% 
1 3 25% 9 14 39% 3 4 43% 7 16 30% 1 7 12% 2 27 7% 17 31 35% 28% 
0 2 0% 0 11 0% 1 6 14% 1 13 7% 3 3 50% 5 12 29% 17 23 42% 27% 
0 3 0% 1 4 20% 1 1 50% 3 3 50% 0 1 1 50% 4 9 31% 41% 
1 1 50% 1 7 12% 1 2 33% 5 9 36% 3 3 50% 8 9 47% 7 11 39% 17% 
3 4 43% 7 15 22% 1 1 50% 9 24 27% 1 5 17% 12 17 41% 10 32 24% 22% 
1 1 50% 5 4 56% 1 4 20% 3 6 33% 0 2 6 25% 4 7 36% 38% 
1 2 33% 5 23 18% 0 5 0% 3 20 13% 4 2 67% 7 14 33% 7 27 21% 17% 
3 3 50% 6 10 38% 1 2 33% 7 6 54% 0 3 3 43% 8 11 42% 34% 
17 37 31% 31 79 28% . 7 44 15% 22 73 23% --
1 1 50% 2 9 18% 1 4 20% 3 13 19% 1 8 11% 4 21 16% 4 22 15% 15% 
0 3 0% 0 9 0% 0 4 0% 0 12 0% 0 5 0% 0 10 0% 0 19 0% 0% 
1 1 50% 1 13 7% 1 2 33% 1 10 9% 0 2 0% 1 9 10% 2 21 9% 4% 
0 3 0% 0 18 0% 0 6 0% 0 23 0% 0 11 0% 0 27 0% 1 36 3% 1% 
0 6 0% 0 10 0% 0 11 0% 0 11 0% 0 5 0% 0 5 0% 0 55 0% 2% 
4 9 31% 4 28 12% 4 10 29% 7 23 23% 1 11 8% 9 22 29% 12 67 15% 15% 
0 1 0% 0 15 0% 0 0 12 0% 0 4 0% 0 12 0% 0 21 0% 0% 
0 2 0% 0 12 0% 0 2 0% 0 11 0% 0 3 0% 0 14 0% 0 27 0% 0% 
5 2 71% 10 4 71% 9 2 82% 13 3 81% 4 2 67% 11 3 79% 31 9 77% 78% 
7 4 64% 20 12 63% 3 2 60% 14 11 56% 5 1 83% 17 9 65% 38 12 76% 66% 
3 0 100% 11 9 55% 1 2 33% 9 6 60% 0 1 0% 7 3 70% 27 25 52% 48% 
0 2 0 100% --
0 1 0% 0 1 0% 1 2 33% l 2 33% --
0 1 0% 0 l 0% 1 0 100% 1 2 33% --
2 0 100% 9 9 50% 3 l 75% 11 6 65% 0 4 8 33% --
3 3 100% l• 8 64% 4 1 80% 9 6 60% 5 0 100% 11 4 73% 35 11 76% 60% 
36 3 92% 46 12 79% 43 4 91% 53 8 87% 31 3 91% 51 11 82% 180 20 90% 80% 
2 0 100% 5 4 55% 0 1 0% 5 5 50% 0 l 0% 4 6 40% 8 7 53% 44% 
0 4 4 50% 1 0 100% 4 5 44% 0 1 0% 3 5 37% 5 9 36% 48% 
10 10 50% 42 45 48% 14 9 61% 43 45 49% 11 5 69% 34 32 52% 90 83 52% 47% 
0 6 0% 4 32 11% 5 7 42% 7 32 18% 3 5 38% 8 33 20% 17 56 23% 15% 
7 9 44% 27 86 24% 5 11 31% 26 85 23% 6 14 30% 25 127 16 48 86 36% 17% 
1 5 17% 7 21 25% 3 3 50% 7 19 27% 3 4 43% 8 21 28% 20 38 34% 30% 
1 5 17% 2 30 6% 1 5 17% 2 25 7% 0 4 0% 2 25 7% 7 45 13% 5% 
0 2 0% 0 2 0% 0 2 0% 0 2 0% 1 1 50% l 2 33% --
3 5 38% 8 28 22% 3 7 30% 7 34 17% 1 7 12% 9 28 24% 16 49 25% 16% 
1 0 100% 1 4 20% 0 1 0% 1 2 33% 1 2 33% 2 2 50% 2 17 10% 15% 
10 11 48% 32 57 36% 3 6 33% 25 59 30% 5 8 38% 15 45 23% 40 77 34% 26% 
5 4 55% 18 31 37% 2 4 33% 15 26 36% 4 3 57% 14 22 39% --
0 1 0% 0 1 0% --
2 2 50% 4 2 67% 0 3 2 60% 0 4 l 80% --
2 5 29% 7 13 35% 1 1 100% 6 10 37% 0 1 0% 4 7 36% --
0 0 1 0% 1 1 50% 1 2 33% --
0 1 6 14% 0 2 0% 1 4 20% 0 1 4 20% --
0 0 1 0% 0 0 1 0% --
1 1 100% 2 4 33% 0 3 2 60% 0 2 0% 1 4 20% --
2 2 50% 2 2 50% 1 2 33% 3 3 50% 2 2 50% 3 3 50% --
3 5 37% 14 34 29% 3 3 50% 15 28 35% 4 0 100% 9 24 27% 27 41 40% 29% 
4 22 15% 7 48 13% 4 25 14% 10 50 17% 5 14 26% 9 41 18% 25 143 15% 14% 
1 9 10% 6 60 9% 1 8 11% 5 56 8% 4 6 40% 10 51 16% 14 98 12% 12% 
4 7 36% 17 46 27% 7 8 47% 22 46 32% 3 9 25% 15 44 25% 40 81 33% 27% 
3 2 60% 8 24 25% 1 4 20% 9 17 35% 1 5 17% 5 18 22% 13 42 24% 22% 
2 3 40% 2 3 40% 3 4 43% 5 6 45% 2 1 67% 3 1 75% 10 17 37% 33% 
--
--
136 172 374 858 156 229 417 901 124 217 369 873 
44% F 30.4% F 41% F 31. 6% F 36% F 29. 7% F 
areas with high percentages are Art History 78%, Hearing and Speech 80%, 
French 66%, Spanish 60%, and Master of Arts in Teaching 75%. Fields 
which have a moderately high average yearly percentages of women are : 
Biostatistics 41%, German 48%, Classical Studies 44%, Comparative 
Literature 48% and English 47%. In Graduate School engineering 
programs the average total enrollment of women for the seven years was 
3.1%. This is striking because at the undergraduate level recruitment 
of women into enginee~ing fields at Vanderbilt surpasses the national 
figures. The one Graduate School engineering program with a significantly 
high percentage of women is Environmental and Water Resources with 15%. 
Although there has been a net increase in the percentage of women 
enrolled in many graduate programs since 1969/70, there is no evidence 
to support the contention that women are more widely distributed through 
graduate programs than in previous years. The areas which show moderate 
to high percentages of women, with the exception of those in the 
biological sciences, are generally the traditional fields for women. 
Some fields have shown particularly impressive growth in the percentage 
of women enrolled between 1969/70 and 1975/76, however: 
Microbiology, Molecular Biology, German, Geology and Latin American 
Studies. Two programs, Anatomy and Biostatistics, show an equally 
impressive net decrease in the percentage of women enrolled during that 
same time-span (all the more startling because their seven-year averages 
still place them in the high and moderate groups respectively). Chemistry 
and Biology also show rather large net decreases in the percentage of 
women enrolled. Looking at the Graduate School as a whole, the total 
number of women enrolled has not grown significantly over the seven-year 
period of time (net increase 2.1%).* 
Enrollment of women in the professional schools arid comparison of trends 
to the Graduate School 
There are six professional school programs at Vanderbilt. While 
five of the six (all except Nursing) still have relatively low per-
centages of women, all show a significant increase over the seven 
years (Table II). The most significant net changes are in the GSM and 
Law. It is no surprise that in the School of Nursing the average yearly 
enrollment of women has been 95.3%. 
Graph I examines the relationship between enrollment of women in 
the Graduate School and that of the professional schools. The professional 
schools, with the exception of the GSM, are now on a steady incline and 
Nursing has begun to enroll a few more men. In contrast, enrollment 
of women in the Graduate School has increased very slowly. 
How does the Vanderbilt Graduate School compare with national 
enrollment trends? 
This question is examined in Table III (A-G). Departments or fields 
are grouped to conform to those used by the Department of Health, 
*These enrollment figures are based on departmental data from two 
sourc,es: 1969/70-1972/73, "Composition of Graduate Student Body by 
Departments," obtained by the Connnission from the Office of the University 
Registrar in 1973; and 1973/74-1975/76, Civil Rights Compliance Report, 
HEW (Higher Education General Information Survey), Office of the University 
Registrar. The figures from these two combined sources (Source A) differ 
slightly form those contained in the Enrollment Reports, University 
Registrar (Source B) and from those contained in the Statistical Report of 
the University Registrar (Source C). Neither Source B nor Source C is 
tabulated by department. For the seven years the figures for percent 
women enrolled are: 
Source A: 27.6; 26.3; 26.5; 29.8; 30.4; 31.6; 29.7 
Source B: 25.8; 27.3; 26.9; 28.6; 30.5; 32.3; 32.4 
Source C: 27.6; 29.2; 29.0; 31.3; 33.2; 32.4 
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TABLE II. VANDERBILT UNIVERSITY NEW AND TOTAL ENROLLMENT OF WOMEN IN THE PROFESSIONAL SCHOOLS, 1969/70-1975 / 76 
School 1969:..1970 1970-1971 1971-1972 1972-1973 1973-1974 1974-1975 
M F loF M F %F M F %F M F %F M F 'foF M F 
Divinityo< 
New 62 3 4.6 75 6 7.4 51 4 7.3 35 7 16.7 33 3 8.3 46 13 
TOTAL 162 7 4.1 175 11 5.9 165 9 5.2 138 16 10.4 113 10 8.1 133 20 
Engineering"''-k 
New I 
2 0 
TOTAL 2 0 I 
GSM*** 
New 8 0 0.0 48 8 14.3 80 11 12.1 40 4 9.1 43 15 25.9 35 17 
TOTAL 8 0 0.0 48 8 14.3 80 11 12.1 77 8 9.4 82 19 ·18.8 75 31 
.Medicine 
New 59 0 0.0 70 5 6.7 68 7 9.3 78 5 6.0 74 9 10.8 69 14 
TOTAL 227 10 4.2 246 13 5.0 256 17 6.2 284 15 5.0 293 26 8.2 290 36 
Law 
New 141 4 2.8 160 5 3.0 147 12 7.5 137 18 11. 6 150 29 16. 2 144 41 
TOTAL 347 11 3.1 422 13 3.0 453 22 4.6 428 34 7.4 422 61 12.6 413 87 
Nursing"''-*** 
New 0 6 100.0 1 19 95.0 1 28 96. 6 1 23 95.8 1 28 96 . 6 3 
TOTAL 0 6 100.0 1 19 95.0 1 28 96.6 1 23 95.8 1 28 96. 6 3 
Source: Enrollment Reports 1969/70-1975/76, University Registrar. Note: The total enrollment 
data obtained from the Enrollement Reports in some cases differs from enrollment data in the 
Statistical Report of the University Registrar, 1974/75. Percent women enrolled for the seven 
years from the Statistical Report:· Divinity, 8.5; 6.0; 5.9; 9.4; 8.7; 11.8; 18.0; GSM, --; 
14.2; 12.8; 9.6; 18.1; 28.2; 23.2; Medicine, 4.2; 4.9; 6.2; 5.0; 8.2; 11.0; 14.1; Law, 3.2; 
3.1; 5.1; 8.0; 12.6; 18.0; 22.0. 
Special students are omitted from the figures for all professional schools. 
*New enrollment figures are for master's program only; data for doctoral program not broken 
down in Enrollment Report. Total enrollment includes doctoral students. 
**According to the Enrollment Report there was one woman in the program in 1975/76. According 
to the School of Engineering there were no women enrolled in 1975/76. New enrollment not 
obtainable from data in Enrollment Report, 1975/76. 
***~~ew enrollment not obtainable from data in Enrollment Report for 1970/71-1971/72; 1973/74-
1975 / 76 new enrollment figures are for master's level only--data for doctoral program not 
broken d0~"TI in Enrollment Rep ort. Total enrollment includes doctoral students. 
36 
36 
%F 
22.0 
13.1 
0.0 
0.0 
32.7 
29.2 
16.9 
11.0 
22.2 
17.4 
92.3 
92.3 
1975-1976 
M F 'foF 
51 18 26.1 
154 31 16.8 
8 1 11.1 
44 7 13.7 
73 22 23.2 
64 19 22.9 
287 47 14.1 
129 53 29.1 
404 113 21. 9 
4 41 91.1 
4 41 91.1 
GRAPH I. VANDERBILT UNIVERSITY COMPARISON OF PERCENTAGE OF WOMEN IN 
PROFESSIONAL SCHOOLS AND THE GRADUATE SCHOOL, 1969/70 - 1975/76 
69/70 70/71 71/72 72/73 73/74 74/75 75/76 
100 .. -------.--------"T'--------.--------.---------.------~-... 
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Source: Vanderbilt University Enrollment Reports, University 
Registrar,1969/70-1975/76. Note:The only source that gave us 
all of the information needed for this graph was the Enroll-
ment Report. Therefore, for the sake of uniformity all figures 
for this graph are drawn from that source. This will explain 
the discrepancies, however, between Table I and Graph I. for 
the Graduate School (See footnote p.90 ). We did not enter 
the Engineering School on the graph, taking the word of the 
School that there were no women enrolled (according to the 
Enrollment Report there was one woman enrolled). 
• 
Graduate School 
Law School 
Divinity School 
Medical 
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Education and Welfare (HEW). Overall, Vanderbilt has a higher (H) level 
of enrollment of women than the national in 17 programs, and a lower (L) 
level in 25 programs.* 
TABLE III. VANDERBILT UNIVERSITY AVERAGE ENROLLMENT OF GRADUATE WOMEN 
BY FIELD OVER SEVEN YEARS, 1969/70-1975/76, COMPARED TO 
NATIONAL AVERAGE ENROLLMENT, 1972 
III .A. 
Biological 
Sciences 
Average Percent Total National Enrollment Vanderbilt 
Enrollment Women at Percent Women 1972 Compared to 
Vanderbilt 1969-75 National 
Anatomy 58.9 27.2 H 
Biochemistry 28.0 39.2 L 
Biostatistics 41.2 33.3 H 
Geneneral Biology 27.7 30.8 L 
Microbiology 16.8 33.3 L 
Molecular Biology 22.4 31.0 L 
Pathology 38.0 23.9 H 
Pharmacology 17.0 22.7 L 
Physiology 34.0 22.3 H 
TOTAL 4H SL 
Source for Table III A-G: Civil Rights Compliance Report, HEW Higher 
Education General Information Survey, Vanderbilt University Office of 
the Registrar; "Enrollment for Advanced Degrees," HEW, 1972. 
In the biological sciences Vanderbilt has fewer than the national 
average of women enrolled in Biochemistry, General and Molecular Biology, 
Microbiology, and Pharmacology - and more than the national average in 
Anatomy, Biostatistics, Pathology, and Physiology. 
*Information was not analyzed for the professional schools. This is 
something tha t should certainly be done in the future. 
93 
III.B. 
Engineering 
Chemical 
Civil 
Environmental 
Electrical 
Industrial and 
Engineering 
Materials 
Mechanical 
Average Percent Total National Enrollment 
Enrollment Women at Percent Women 1972 
Vanderbilt 1969-75 
o.o 2.5 
3.7 1. 9 
14.8 5.2 
1. 3 1.6 
Mgmt. 2.3 2.5 
o.o 3.7 
0.0 .9 
TOTAL 
Vanderbilt 
Compared to 
National 
L 
H 
H 
L 
L 
L 
L 
2H SL 
Graduate enrollment of women in engineering fields is very low 
throughout the country. Vanderbilt is an exception to the national trend 
in the fields of Civil and Environmental (EWRE). It is not surprising that 
there are so few women in graduate engineering programs since women are 
still very underrepresented in undergraduate engineering nationally (this 
is less true at Vanderbilt, however, than at the national level). 
III.C. 
Foreign 
Languages 
French 
German* 
Average Percent Total National Enrollment 
Enrollment Women at Percent Women 1972 
Vanderbilt 1969-75 
65.9 72. 9 
48.0 55.0 
Greek, Classical** 100.0 48.4 
Latin*** 16.5 51.4 
Portuguese**** 16.5 
Spanish**** 60.3 60.1 
Russian* 49.3 50.2 
Vanderbilt 
Compared to 
National 
L 
L 
H 
L 
H 
L 
TOTAL 2H 4L 
*Vanderbilt German figure includes Russian until 1973/74; Russian average 
is for three years only, 1973/74-1975/76. 
**Vanderbilt data is for one year only. 
***Vanderbilt average is for two years only. 
****Vanderbilt Spanish data includes Portuguese until 1973/74. Portuguese 
average is for two years only, 1974/75, 1975/76; no national figure for 
Portuguese. 
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Because of combined language data at Vanderbilt the comparisons for 
some languages can only be approximate (German, Russian, Spanish). 
Vanderbilt enrolls a high percentage of women in most programs but 
the percentage is lower than the national average in French, German, 
Latin, and Russian. Spanish is almost on a par with the national figure. 
In commenting on this, the Commission does not wish to imply that 
Vanderbilt should increase enrollment of women in these "women's" 
fields, stereotyping women into them even further. However, Vanderbilt 
should not rely on the enrollment figures in these traditionally "women's" 
fields to make its overall female enrollment figures appear more 
impressive. 
III.D. 
Letters Average Percent Total National Enrollment 
Enrollment Women at Percent Women 1972 
Vanderbilt 1969-75 
Vanderbilt 
Compared to 
National 
Classical Studies 44.3 40.3 H 
Comparative 
Literature 48.2 57.8 L 
English 47.1 57.4 L 
Philosophy 15.6 20.7 L 
Religion 17.0 26.1 L 
TOTAL lH 4L 
Sex-role stereotyping arises also in fields included under Letters. 
The average yearly percentages of women enrolled are lower than the 
national in all areas except Classical Studies. However, English and 
Comparative Literature, traditionally women's fields, have a significantly 
higher level of enrollment than the traditionally male field, Philosophy. 
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III .E. 
Mathematics Average Percent Total National Enrollment Vanderbilt 
and Physical Enrollment Women at Percent Women 1972 Compared to 
Science Vanderbilt 1969-75 National 
Astronomy* 11.0 10.6 H 
Chemistry 15.8 16.7 L 
Geology 14.7 11. 7 H 
Mathematics 30.4 27.8 H 
Physics* 4.6 6.6 L 
TOTAL 3H 2L 
*Vanderbilt figures combined for Physics and Astronomy until 1973/74; 
Astronomy average is for three years only, 1973/74-1975/76. 
In Mathematics and the physical sciences, the percentage of women 
enrolled at Vanderbilt is close to or better than the national average 
in all fields except Physics. 
III.F. 
Psychology 
and Social 
Science 
Anthropology* 
Economics 
Average Percent Total 
Enrollment Women at 
Vanderbilt 1969- 75 
50.0 
11.8 
Economic Development** 14.0 
History 27.0 
Political Science 22.0 
Psychology 25.9 
Sociology* 29.0 
National Enrollment Vanderbilt 
Percent Women 1972 Compared to 
National 
43.1 H 
13.9 L 
29.1 L 
15.6 H 
37.1 L 
40.0 L 
TOTAL 2H 4L 
*Vanderbilt figures combined for sociology and anthropology until 
1973/74. Anthropology average is for three years only, 1973/74-1975/76. 
**No national data available. 
Most women in the social sciences at Vanderbilt are enrolled in 
Psychology, Sociology, Anthropology and History. In Psychology and 
Sociology, however, Vanderbilt's average yearly enrollments are far 
pelow the national figures. 
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III.G. 
Field 
Art History 
Business Mgmt.* 
Hearing/Speech 
Average Percent Total National Enrollment 
Enrollment Women at Percent Women 1972 
Vanderbilt 1969-75 
78.6 71.2 
6.3 
80.4 78.7 
Info. Science (SIS) 15 .o 10.9 
Latin American 
Studies 32.9 36.6 
Vanderbilt 
Compared to 
National 
H 
H 
H 
L 
TOTAL 3H lL 
*Figures are unclear for Vanderbilt. 
Vanderbilt compares quite favorably in all these programs to the 
national figures except in Latin American Studies. Enrollment in 
Systems and Information Science is substantially higher at Vanderbilt 
than the national average. Art History and Hearing/Speech Sciences 
are considered to be "women's" fields; enrollment figures at Vanderbilt 
do not betray this presumption. 
What percentage of Vanderbilt women graduate students have received 
advanced degrees? How do the figures compare with national data?* 
Table IV (A-G) compares Vanderbilt to the national average 
for degrees awarded to women at the bachelor's, master's and doctoral 
levels during the period 1970/71-1975/76. Vanderbilt graduated a higher 
percentage of women with baccalaureate degrees than the national average 
in 18 of its programs, a lower percentage in 13 programs. At the 
master's level, Vanderbilt graduated a higher percentage of women in 18 
programs, a lower percentage in 18. One program graduated the same 
percentage as at the national level. At the doctoral level Vanderbilt 
*Again, national comparative data are given only for the Graduate School. 
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TABLE IV. VANDERBILT UNIVERSITY DEGREES GRANTED TO WCMEN OVER FIVE YEARS 
1970/71-1974/75 COMPARED TO NATIONAL AVERAGES, 1972* 
IV A. - . 
BACHELORS MASTERS 
Biological Vanderbilt National Vanderbilt National 
Science 1970/71-1974 / 75 1972 1970/71-1974/75 1972 
w T %W i.W w T i.W %W 
Anatomy - - - - - - - 25.6 
Biochemistry - - - 25.0 3 6 50.0 35.7 
Biostatistics - - - - 5 12 41. 7 34.6 
Biology 60.5 219. 2 27.6 30.7 11 17 64. 7 34.0 
Microbiology - - - 43.4 - - - 45.4 
Molecular Biology 21. 3 76.3 27 .9 38.8 5 5 100.0 50.0 
Pathology - - - - - - - 29.3 
Pharmacology - - - - - - - 20.3 
Physiology - - - 22.3 3 4 75.0 25.3 
*Where no figures are given for Vanderbilt, there is no degree offered 
in that field.Where no figures are given for the national percentage 
none were available. 
Source,Table IV: Statistical Report of the University Registrar, 
Vanderbilt University, 1970/71 through 1974/75; "Bachelor's Master's 
and Doctor's Degrees Conferred in Institutions of Higher Education, 
HEW, 1972. 
IV.B 
BACHELORS MASTERS 
Engineering Vanderbilt National Vanderbilt National 
1970/71-1974/75 1972 1970/71-1974/75 1972 
w T %W %W w T %W %W 
Chemical 2 63 3.2 2.1 0 6 0.0 2.4 
Civil 10 162 6.2 .97 0 15 0.0 1.5 
Electrical 3.5 152 1. 6 . 67 0 12 0.0 1.2 
Environmental 2 13 15.4 4.2 8 58 13.8 2.8 
Industrial and 
Eng. Management - - - 1.0 1 31 3.2 1.4 
Materials 4 36.5 10.9 5.2 0 14 0.0 3.0 
Mechanical 5 116.5 4.3 .56 0 20 0.0 .79 
IV C 
BACHELORS MASTERS 
Foreign Vanderbilt National Vanderbilt National 
Languages 1970/71-1974/75 1972 1970/71-1974/75 1972 
w T %W %W w T %W %W 
Classical Greek 0 . 5 o.o 35.2 1 1 100.0 35.7 
French 71. 7 89.5 80.l 80.3 38 46 82.6 76.1 
German 16.3 33.1 49.2 64.6 10 23 43.5 60.4 
Latin 15.S 23 67.4 64.4 6 9 66.7 59.7 
Portuguese 2.5 5.3 47.2 - . 1 1 100.0 -
Russian 11 13.7 80.3 58.9 3 11 27.3 56.7 
Spanish 44.6 55.1 80.9 75.3 15 23 65.2 64.6 
97a 
DOCTORATE Comparison 
Vanderbilt National to 
1970/71-1974/75 1972 National 
w T %W %W B M D 
2 3 66.7 23.7 - - H 
6 34 17.6 17 .8 - H L 
- - - 21. 7 - H -
3 10 30.0 21. 9 L H H 
0 7 0.0 22 . 4 - - L 
0 11 0.0 35.3 L H L 
1 5 20.0 18.7 - - H 
2 26 7.7 11. 9 - - L 
1 7 14.3 14.8 - H L 
DOCTORATE Comparison 
Vanderbilt National to 
1970/71-1974/75 1972 National 
w T %W %W B M D 
0 5 0.0 .25 H L L 
0 9 0.0 .48 H L L 
0 11 o.o .36 H L L 
2 16 12.5 1.4 H H H 
- - - 0.0 - H -
0 8 0.0 0.0 H L s 
0 6 0.0 .24 H L L 
DOCTORATE Comparison 
Vanderbilt National to 
1970/71-1974/75 1972 National 
w T %W %W B M D 
- - - 50.0 L H -
6 12 50.0 47.7 L H H 
7 20 35.0 32.3 L L H 
- - - 50.0 H H -
- - - - - - -
1 13 7.7 20.0 H L L 
1 3 33.3 34.2 H H L 
IV D 
BACHELORS MASTERS DOCTORATE Comparison 
Letters Vanderbilt National Vanderbilt Na tional Vanderbilt National to 
1970/7 1-1974/75 1972 1970/71-1974/75 1972 1970/71-1974/75 1972 National 
w T %W %W w T %W '7.W w T %W '7.W B M D 
Classical 
Studies . 5 8.5 5.9 53.9 - - - 45 .5 0 3 0.0 18.9 L - L 
Comparative 
Litera ture - - - 71.4 - - - 65. 9 3 7 42.9 34.8 - - H 
English . 234 . 8 423.4 55.5 66 . 2 37 78 47 .4 62.6 13 37 35.l 33.2 L L H 
Philosophy 39 . 1 160.7 24.3 21. 9 3 22 13 . 6 19.7 4 31 12 . 9 16 . 7 H L L 
Religion / Re lig . 8 . 3 15.3 54 .2 34 . 6 10 62 16 .1 43. 2 0 28 0 . 0 10.6 H L L 
Studies 
I V E 
BACHELORS MASTERS DOCTORATE Comparison 
Physica l Vanderbilt National Vanderbilt National Vanderbilt National to 
Science 1970/ 71-1974 /7 5 1972 1970/7 1-1974 /7 5 1972 1970/71-1974 / 75 1972 National 
w T %W '7.W w T %W '7.W w T '7.W %W B M D 
Astronomy . 0.5 5.2 9.6 16 . 6 0 6 0 . 0 12.4 - - - 6.5 L L -
Chemistry 25 153.3 16.3 19 . 8 4 17 23.5 22.1 3 35 8.6 9.7 L H L 
Geology 7 25.5 27.5 12. 7 0 16 0.0 11.3 - - - 5.3 H L -
Mathematics 104.9 218 48.1 39.4 17 36 43.6 30.9 2 16 12.5 8. 2 H H H 
Physics 4 50.8 7.9 7.0 3 21 14 .3 7.7 2 37 5.4 3 .2 H H H 
IV F 
BACHELORS MASTERS DOCTORATE Comparison 
Psychology and Vanderbilt National Vanderbilt National Vanderbilt National to 
Social Science 1970/71-1974/75 1972 1970/71-1974/75 1972 1970/71-1974/75 1972 National 
w T %W %W w T %W %W w T %W %W B M D 
Anthropology 14.5 31 46.8 54.3 0 .5 0 . 0 44.4 0 .5 o.o 27.4 L L L 
Economic s 34 266 12.8 11. 9 24 163 14 . 7 12 . 8 1 35 2.9 7.6 H H L 
History 121 449.4 26.9 34.4 25 77 32.5 32.5 5 34 14. 7 15.7 L s L 
Politic a l 
Science 65.4 274.9 23.8 18.9 3 17 17.6 20.5 0 14 0.0 10.6 H L L 
Ps vchology 215.6 497.2 43 . 4 46.2 18 43 41. 9 43.8 10 61 16.4 24. 2 L L L 
Sociology 65.6 144.9 45 ,3 56.9 13 33 39.4 38.8 4 24 16. 7 21.4 L H L 
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IV G 
BACHELORS 
Field Vanderbilt National 
1970/71-1974/75 1972 
w T %W %W 
Business 
Management - - - 7.4 
Fine Arts 124.3 146.6 84.8 80.7 
Hearing and 
Speech - - - 86.4 
Information 
Science 13 .3 67 19.9 10.1 
Latin American 
Studies - - - 51. 2 
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MASTERS 
Vanderbilt National 
1970/71-1974/75 1972 
w T %W %W 
23 147 15.6 3.3 
10 15 66.7 70.3 
122 133 91. 7 85.4 
0 1 0.0 6.3 
1 7 14.3 31. 2 
DOCTORATE 
Vanderbilt National 
1970/71-1974/75 1972 
w T 
0 1 
- -
0 2 
- -
- -
%W 7.W 
0.0 3.0 
-
0.0 
-
-
46.1 
32.8 
6.3 
17.7 
Bachelors 
Masters 
Doctorate 
Comparison 
to 
National 
B M 
- H 
H L 
- H 
H L 
- L 
18H 131 
18H 18L lS 
lOH 23L lS 
D 
L 
-
L 
-
-
graduated the same percentage in one program, a higher percentage in 10 
programs, and a lower percentage in 23 programs. 
In the biological sciences there is a discrepancy across the board. 
In Biology Vanderbilt ranks lower than the national average in the award 
of bachelor's degrees, significantly higher in the award of master's 
degrees, and higher than the national average at the doctoral level. In 
general, the significant thing is that Vanderbilt ranked higher than 
the national average in all master's level programs, but lower than the 
national in five of the eight doctoral programs. 
In Engineering there is a significant difference between the national 
level and Vanderbilt. At the bachelor's level, Vanderbilt awarded a 
higher percentage of degrees to women in all engineering programs; at 
the master's level two programs are higher than the national. At the 
doctoral level the only Vanderbilt program awarding a highe r percentage 
of degrees to women is Environmental Engineering. Percentage figures for 
this program are significantly better than the national average. 
In foreign languages German and Russian illustrate the greatest 
discrepancies compared to national averages. In German 49.2% of women 
at Vanderbilt received bachelor's degrees while at the national level 
64.6% received them; 43.5% of Vanderbilt graduates receiving master's 
degrees were women, while 60.4% of master's degrees were awarded to 
women at the national level. In Russian, while 80.3% of Vanderbilt's 
bachelor's degrees were awarded to women, 58.9% were awarded to women 
at the national level. The high percentage of women in Vanderbilt's 
Russian undergraduate program drops significantly with advanced degrees; 
only 27.3% of those who received master's degrees were women--the 
pational average was 56.7%. The low percentage holds for the doctoral 
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level also: 7.7% of doctorates in Russian were awarded to women at 
Vanderbilt compared to 20% at the national level. 
Vanderbilt awarded a lower percentage of degrees to women than the 
national average in several programs under letters. In English,the 
national average of women receiving bachelor's and master's degrees was 
more than 10% higher than at Vanderbilt. In both Philosophy and Religion, 
Vanderbilt awards a higher than average percentage of degrees to women 
at the bachelor's level (Religious Studies), and a lower percent age at 
master's and doctoral levels. The figures are particularly disturbing 
in Religion, where 16.1% received master's degrees (compared to 43.2% 
nationally), and no women received a doctorate at Vanderbilt in 
Religion during the period 1970/71-1974/75 (compared to 10.6% nationally 
in 1972). 
In the physical sciences Vanderbilt compares favorably to the 
national average in both Mathematics and Physics at all degree levels. 
Figures for Chemistry are very close to the national average. I t is 
significant that during the period 1970/71-1974/75 women earned 27.5% 
of Vanderbilt's bachelor's degrees in Geology and no master's degrees 
at all (Vanderbilt does not have a doctoral program in Geology). 
In Psychology and the social sciences the figures for undergraduate 
and advanced degrees compare unfavorably to national averages, particularly 
at the doctoral level where percentages of doctorates awarded to women 
· were lower than the national averages in all programs. While 23.8% of 
Vanderbilt bachelor's degrees in Political Science were to women, no 
women received doctorates for the five-year period. At the national 
level 10.6% of doctorates in Political Science were awarded to women. 
I 
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In all other graduate degree programs Vanderbilt compares less and 
less favorably to the national average as one moves to more advanced 
degrees. 
Overall Vanderbilt compares less and less favorably to the national 
average as one moves from master's to doctoral degrees. Some of the 
differences can be accounted for by the fact that in Engineering 
Vanderbilt rates well in comparison to the national level for bachelor's 
degrees but poorly for master's and doctoral degrees. This, however, 
does not explain the fact that Vanderbilt ranks lower than the national 
level in the percentage of doctoral degrees awarded to women in 23 of 
its programs. 
We do not mean to imply that Vanderbilt should only attempt to 
match the national level figures. In many cases, matching the national 
level enrollment and degree percentages is not enough to escape the 
problems of sex-role stereotyping and sex discrimination. Some of these 
problems were addressed in the interview section of the graduate student 
report. 
What is the relationship between the enrollment of women in graduate 
programs at Vanderbilt and degrees granted to women? 
Table V (A-G) shows that the percentage of women who received 
master's degrees is higher than the percentage of women who enrolled in 
the program in 15 of Vanderbilt's progra.lns, lower in 23 programs,and 
three programs had 0% women enrolling. In none of the 22 programs that 
awarded both master's and doctoral degrees during the five-year period 
did the proportion of women receiving doctorates exceed the proportion 
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of those receiving master's degrees. In many cases, there was a 
significant drop in the proportion of women receiving doctorates compared 
to women receiving master's degrees. One might ask if women are 
deliberately channelled into a terminal master's program whereas men 
are not, or if women are just not encouraged to seek a doctoral degree. 
TABLE V. VANDERBILT UNIVERSiTY TOTAL NEW ENROLLMENT OF WOMEN 1969/70-
1975/76 COMPARED TO DEGREES GRANTED TO WOMEN 1970/71-1974/75 
V.A. 
Biological Total New Enrollment Degrees to Women 
Sciences Women 1969-75 1970/71-1974/75 
Masters Doctorates 
w T %W w T %W w T ~.-w 
Anatomy 5 6 83.3 2 3 66.7 
Biochemistry 17 48 35.4 3 6 50.0 6 34 17.6 
Biostatistics 4 13 30.8 5 12 41. 7 
General Biology 17 40 42.5 11 17 64.7 3 10 30.0 
Microbiology 7 18 38.9 0 7 o.o 
Molecular Bio~ogy 10 42 23.8 5 5 100.0 0 11 0.0 
Pathology 4 11 36.4 1 5 20.0 
Pharmacology 7 ' 34 20.6 2 26 7.7 
Physiology 8 19 42.0 3 4 75.0 1 7 14.3 
Source for Table V, A-H: Statistical Report of the University Registrar, 
Vanderbilt University, 1970/71-1974/75; HEW Civil Rights Compliance 
ReEort 2 Office of the Universitl Registrar. 
Considering that new enrollment of women in the biological 
sciences as a whole is relatively high, there is a .substantial decrease 
in the percentage of women who receive doctoral degrees in those 
programs. Two of the three largest fields, however, (Biochemistry 
and Molecular Biology) have a relatively small percentage of new 
women students,and these same programs award few,or none (in the case 
of Molecular Biology),of their doctorates to women. 
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V.B. 
Total New Enrollment Degrees to Women 
Engineering Women 1969-75 1970/71-1974/75 
Masters Doctorates 
w T %W w T %W w T %W 
Chemical 0 19 o.o 0 6 o.o 0 5 0.0 
Civil 2 23 8.7 0 15 o.o 0 9 0.0 
Electrical 1 37 2.7 0 12 o.o 0 11 o.o 
Environmental 12 79 15.2 8 58 13.8 2 16 12.5 
Industrial and 
Engineering Mgmt. 0 55 0.0 1 31 3.2 
Materials 0 21 o.o 0 14 o.o 0 8 o.o 
Mechanical 0 27 0.0 0 20 0.0 0 16 o.o 
Since very few women have enrolled in the graduate engineering 
programs, it is no surprise that few graduate degrees have been awarded 
to women. Environmental engineering is the one exception. 
v.c. 
Total New Enrollment Degrees to Women 
Foreign Women 1969-75* 1970/71-1974/75 
Language Masters Doctorates 
w T %W w T %W w T 
French 38 76.0 38 46 82.6 6 12 50.0 
German 32 58 55.2 10 23 43.5 7 20 35.0 
Greek,Classical 1 1 100.0 
Latin 1 3 33.3 6 9 66.7 
Portuguese 1 2 50.0 1 1 100.0 
Russian 5 6 83.3 3 11 27.3 1 13 7.7 
Spanish 35 46 76.0 15 23 65.2 1 3 33.3 
*See footnotes Table III. C. 
In the foreign languages the discrepancy between the percentage of 
women enrolled in graduate programs and those who received master's 
degrees is not very great except in German (55.2% women enrolled, 43.5% 
received masters degrees) and Russian (83.3% women enrolled, 27.3% 
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received master's degrees). In all of the fields awarding doctorates 
there is a great difference in the percentage of women enrolled in the 
programs and the percentage who receive doctorates. In Spanish the 
percentage of women who receive doctoral degrees is less than half of 
the percentage who enrolled; in Russian it is about one tenth. 
V.D. 
Total New Enrollment Degrees to Women 
Letters Women 1969-75 1970/71-1974/75 
Masters Doctorates 
w T %W w T %W w T %W 
Classical 
Studies 8 15 53.3 0 3 o.o 
Comparative 
Literature 5 14 35.7 3 7 42.9 
English 90 173 §2.0 37 78 47.4 13 37 35.1 
Philosophy 17 73 23.3 3 22 13.6 4 31 12.9 
Religion 48 134 35.8 10 62 16.1 0 28 0.0 
In letters the pattern of decreasing percentages of women receiving 
doctoral degrees is similar to that in biological science and foreign 
language. In English there was a significant percentage drop between 
those who received master's degrees (47.4%) and those who received 
doctoral degrees (35.1%). Classical Studies, Philosophy and Religion 
showed a sharp drop between the percentage of women who enrolled in the 
programs and those who received degrees. 
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V.E. 
Total New Enrollment Degrees to Women 
Mathematics Women 1969-75* 1970/71-1974/75 
and Physical Masters Doctorates 
Science w T w T w T 
Astronomy 1 6 16.7 0 6 o.o 
Chemistry 16 65 24.6 4 17 23.5 3 35 8.6 
Geology 2 19 10.5 0 16 o.o 
Mathematics 20 58 34.5 17 36 43.6 2 16 12.5 
Physics 7 52 13.5 3 21 14.3 2 37 5.4 
*See footnotes Table III. E. 
A sharp decline is seen in physical science between the percentage 
of women enrolled and doctoral degree recfpients. In Mathematics and 
Chemistry, the two biggest departments, approximately one third as many 
women received doctorates as were enrolled. 
V.F. 
Total New Enrollment Degrees to Women 
Psychology Women 1969-75* 1970/71-1974/75 
and Social Masters Doctorates 
Science w T %W w T %W w T 
Anthropology 5 11 45.5 0 .5 0.0 0 .5 0.0 
Economics 14 112 12.5 24 163 14.7 1 35 2.9 
History 40 121 33.3 25 77 32.5 5 34 14.7 
Political Science 13 55 23.6 3 17 17.6 0 14 0.0 
Psychology 40 117 34.2 18 43 41.9 10 61 16.4 
Sociology 27 68 39.7 13 33 39.4 4 24 16.7 
*See footnotes Table III.F. 
The percentage of women in the social sciences who receive 
doctoral degrees is quite low compared to the percentage enrolled--less 
than half in every program. In Sociology, one of the fields with a 
higher percentage of women entering the program (39.7%), only 16.7% 
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received doctorates. In Political Science, out of a 23.6% enrollment 
figure, 0% have received doctorates. 
V.G. 
Total New Enrollment Degrees to Won:en 
Field Women 1969-75 1970/71-1974/75 
Masters Doctorates 
w T %W w T %W w T %W 
Fine Arts 31 40 77 .5 10 15 66.7 
Hearing/Speech 180 200 90.0 122 133 91. 7 0 2 0.0 
Information 
Science 4 26 15.4 0 1 o.o 
La tin Anierican 
Studies 10 27 37.0 1 7 14.3 
In Latin American Studies the relationship between the percentage 
of women who enrolled (37%) and those who received master's degrees 
(14.3%) indicates that a very low percentage of women complete the 
program requirements. The percentage of women enrolled compared to 
the percentage who received master's degrees is significantly higher 
in Fine Arts and Hearing/Speech than in any other areas. However, in 
the seven-year period Hearing/Speech has enrolled 200 students, 20 of 
whom were men. Two of the men, or 10% of the program's total male 
enrollment, were awarded doctorates. If this ratio had been the same 
for women, 18 women, or 10% of the 180 enrolled, would have received 
doctorates in the period surveyed. 
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It is more difficult to make comparisons of attrition in the 
professional schools. Table VI, however, gives some sense of the 
trends. We urge that all of the professional schools conduct their 
own, more complete, studies of attrition rates of male and female 
students. 
TABLE VI. VANDERBILT UNIVERSITY TOTAL NEW ENROLLMENT OF WOMEN IN THE 
PROFESSIONAL SCHOOLS 1969/70-1975/76 COMPARED TO TOTAL 
DEGREES GRANTED TO WOMEN 1970/71-1974/75 
Degrees Granted 1970/71-1974/75 
School 
Total New Enrollment 
1969/70-1975/76 Master's (or equiv.) Doctorate (or equiv. ) 
M W %W M W %W M W %W 
Divinity 
M.A. 
Ph.D~ 
Law 
GSM 
M.A. 
Ph.D~ 
Medicine 
Nursing 
353 
210 
999 
298 
230 
482 
11 
54 
9 
171 
62 
72 
59 
181 
13.3 
4.3 
14.6 
17.2 
23.8 
10.9 
94.3 
162 13 7.4 
108 2 
696 44 
124 21 14.4 
10 1 
315 18 
3 102 97.1 
*The only readily available figures were for total Ph.D. program 
enrollment. Thus the comparison of new enrollment to degrees granted 
is a very guarded one for Ph.D. programs. 
1.8 
5.9 
9.0 
5.4 
Source: Vanderbilt University Enrollment Reports, 1969/70-1975/76, 
Office of the University Registrar; Statistical Report of the University 
Registrar, 1970/71 - 1974/75. 
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Sunnnary 
Three of the male-dominated professions (Law, Medicine and 
Divinity) have shown a marked effort to increase the enrollment of 
women. In the Graduate School of Management there has been a recent 
sharp decline in the enrollment of women. In the Graduate School 
a significantly higher percentage of women is found in the Humanities 
(foreign languages and letters, except Philosophy) and Hearing/Speech 
than elsewhere, although the high enrollment of women in Pathology, 
Anatomy and Biostatistics is to be noted. The average yearly enrollment 
of women in advanced degree programs at Vanderbilt is not comparable 
to the national level enrollment figures and there has been only a 
slight increase in overall enrollment of women in the Graduate School 
during the past seven years. 
Women who enrolled in graduate programs frequently did not 
complete doctorates. The reasons for this are not immediately clear, 
but since Vanderbilt is lower than the national average of doctorates 
granted to women in 23 of 34 programs (67.6%), the issue certainly 
demands further scrutiny. Changes, if they are to occur, must start 
at the departmental level. We must examine the attitudes in education 
that encourage such a high percentage of women to terminate their 
academic training with a master's degree, and re-examine the subtle 
(and sometimes not-so-subtle) pressures which discourage women and 
threaten the notion ot equal access to education. 
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THE COMMISSION RECOMMENDS: 
1. That recruiting of female faculty and administrators be made to provide 
what the Harvard Report on the Status of Women has called a "critical 
mass" of women within theUniversity. - ---
2. That there be a continued and extended recruitment of women into the 
University's graduate programs, especially in those programs where the 
absence of women is due, in part, to stereotyped views about women's 
abilities and interests. 
3. That there be an introduction of curriculum changes in graduate departments 
and professional schools which ensure that women's issues are addressed 
and that the disciplines are examined from a feminist perspective. 
4. That in order to comply with Title IX, there be established a clear 
graduate student grievance procedure for sex discrimination complaints. 
5. That the administration make it clear to the graduate departments and 
professional schools . that . it is their responsibility that all students 
be given equal access to scholarship opportunities and job openings. 
The criteria for selection of students to teaching assistantships 
should be made clear. 
6. That there be a further examination of University services in which graduate 
women's issues demand special attention (safe housing, adequate health 
care, professional job placement, for example) in order to ensure that 
women's needs are being met in these areas. An office for women could 
provide valuable services· in carrying out this reconunendation. 
7. That there be a concerted effort by the University to educate its faculty, 
~taff, and administrators about the implications of sexism and sex 
discrimination. It is imperative that Vanderbilt vigorously address tb~ 
unprofessional and discriminatory behavior on the part of its administrators 
and faculty that we found to exist in some graduate departments and _in the 
p·rofessional schools. 
SERVICES TO STUDENTS 
Student Health Service (SHS) 
The Commission questioned students about SHS on two different sur-
veys. One was administered at the Health Service to men and women students 
(Group A). A second group of women, selected to represent classes equally, 
responded to a survey which was administered in the dormitories (Group B). 
Both men and women in Group A reported overall satisfaction with the 
Health Service, but women in both groups expressed strong feeling about 
unsatisfactory gynecological service. The most general complaint was 
that of having to wait weeks to see a gynecologist. The Health Service 
takes the place of students' private physicians; when they are ill they 
go as directly to SHS as they would to their hometown doctor. At the SHS 
two male gynecologists are available, each for approximately ten hours 
a week, to care for 2,623 women students (1975 figures). At ten hours 
per week, each gynecologist could devote .007 hours to each patient. 
Taking the same type of information for the city of Nashville, we find 
that there are 170,369 women sixteen years of age or older (1970 census) 
and sixty listed gynecologists, each presumably working approximately 
forty hours per week. That means each gynecologist potentially could 
devote .014 hours to each patient, or twice as much time as the SHS 
gynecologists could spend. The average Nashville woman, then, has twice 
the service that a Vanderbilt student could expect. These figures 
illustrate why the waiting list a t SHS is sometimes more than a month long. 
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Undergraduate women reported that when they had an appointment with 
a gynecologist at SHS, they could still expect to wait to be seen. If 
told to come at 1 p.m., they .might be kept waiting until 3 o'clock. This 
practice has angered the students; they find it wasteful and insulting. 
Many respondents to the Conunission survey voiced dissatisfaction with 
inadequate explanations of procedure, diagnosis, and treatment. This 
must result in part from the pressure that is put on the physicians to 
see a large number of patients within a short time. While this explanation 
may well apply in many instances, we were particularly disturbed by many 
reports reflecting a feeling by many women that in some instances 
they were judged for their lifestyle. In addition, 57 percent of 
women in Group A and 70 percent of Group B recommended that there be at 
least one woman gynecologist on the Student Health staff. ("Having so 
little experience with gynecologic problems I feel much more at ease with 
a female doctor.") 
Although dissatisfaction with gynecological services was their 
largest concern, many women were also distressed by the reception they 
get at SHS. Students are insulted by the behavior of one receptionist, 
as well as by a lack of privacy in the open area where symptoms are listed 
for the nurses.("It would make students a lot more comfortable if there 
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was a private place to tell the nurse what your problem is. It's rather 
embarrassing to let the whole waiting room know what's going on." "When 
I telephoned for an appointment, ------------ asked me why I wanted to 
make a gynecologic appointment. She proceeded to inquire into the nature 
of my problem. I felt very uncomfortable.") 
The solution to some difficulties confronting the Student Health 
Service may be financially expensive, but the Commission has gleaned the 
very clear impression that SHS's largest problems can be resolved only 
by a change in attitudes and approach to patients, a new climate of 
respect for persons, and adoption of an educational function.* 
Interuniverstty Psychological and Counseling Center (IPCC) 
The Counseling Center received a positive rating from students. 
Initial interviews were held with the acting director of the Center and 
the vocation.e.l/career" counselor. Questionnaires sampling the opinions of 
clients ... w'ho use the Center's services were administered and analyzed. 
1he questionnaire asked clients to assess the quality of counseling in 
terms of sexual bias in vocational/career and social or marriage areas. 
Clients were also asked to choose the sex of the counselor they,.p.r~--
*Group B students, responding to a question about why they did not use SHS 
for routine gynecological checkups, often stated that they were too young 
for such examinations. It is ewpecially important in the 1970's that young 
women have yearly checkups. Cases of cancer are being found more often in 
women whose mothers took DES (diethylstilbestrol) while the daughters were 
still in utero in the 1950's and early 1960's; if abnormalities are found 
early they may be more easily arrested. In addition, the research being 
done on male animals whose mothers ingested DES while the young were in 
utero indicates that sixty percent are born sterile. It is our conviction 
that Student Health, because of its position in a community of young 
adults, has a responsibility to perform an educational function on issues 
affecting their health. 
, . 
ferr~d. The final question tried to tap any overall feelings of sexual 
bias in the counseling received. Among the training/supervisory staff 
all members are men; one of the six interns and counseling fellows, and 
eleven of the twenty-three advanced practicum graduate student counselors 
are women. 
Although there are twice as many male practicum counselors as 
female, it appears that little sex bias is perceived by the clients of 
IPCC. Of the fifty clients (about 50% female) in counseling during the 
course of the Commission's two-week survey, thirty-six (72 percent) chose 
to fill out a questionnaire; 67 percent were female, 33 percent male. Only 
two respondents would have preferred a counselor of the other sex. 
In vocational counseling mos t clients felt to a high degree that 
their counselors aided them in making a choice based on their abilities 
and interests. In areas of counseling related to married/dating life, 
most clients felt to a high degree that their counselors did not see them 
in a traditional or stereotypic role of dominance or submissiveness. 
One interesting aspect of the data is that although the levels of 
satisfaction with Center counseling are quite high, in situations in 
which male clients are seeing female counselors there is a drop in that 
level of confidence and satisfaction. (Might this be explained by the fact 
that in our culture men still find it difficult to admit weakness or 
problems to a woman, and find it more difficult to accept a woman as a 
competent professional person?) 
In addition to counseling, IPCC administers vocational tests. The 
Center now uses the Strong Campbell Interest Inventory as part of its 
vocational test programming, replacing the older Strong Vocational Interest 
112 
Blank, Men's Scale and Women's Scale. No sexual distinction need now be 
made in administration or interpretation of the test. 
Two direct efforts have been made by the Center in the area of 
programs for women. During .the past year the Center cooperatively spon-
sored a transition workshop for graduating senior women, and t~m groups 
on assertiveness training skilis were provided for women students, one 
group meeting each semester. 
Comparing SHS and IPCC 
There appears to be a striking difference in the way women students 
are treated in the two services. At IPCC, women feel their problems are 
understood and sympathized with, their time is considered valuable, and 
they have a specific person to whom they can return if additional problems 
arise. Women students are not forced into stereotypic roles by IPCC 
counselors; minimal sex bias is perceived in the counseling service. IPCC 
does set specifically scheduled appointments for its clients. This is 
in sharp contrast with the treatment and unspoken messages which women 
students reported receiving at SHS. Because SHS does not make specifically 
scheduled gynecological appointments, students feel that SHS personnel 
regard their time as worthless and their health as unimportant. One 
doctor's judgmental attitude and the inadequacy of his explanations have 
suggested to some students that they are considered too innnature to under-
s tand a full explanation of the examination. Finally, they see the lack 
of a woman gynecologist as a limitation of the student's choices regarding 
her health care. 
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Career Planning and Placement Service (CPPS) 
The Career Planning and Placement Service has primary responsibility 
for student vocational counseling and placement, although the IPCC does 
some vocational counseling as part of its overall service. The CPPS is 
staffed by two full-time professionals, both women. The assistant director 
was interviewed to obtain information about the office. 
The services of the CPPS are available to all women and men students 
of the campus community. Until the fall of 1974, the CPPS held a special 
orientation session to prepare senior women to begin job hunting and 
invited their attendance at an alternative meeting for senior men. The 
plan was changed in 1974, and the CPPS now offers two sessions open to 
male and female seniors. However, the largest number of students by far 
are dealt with individually, and this counseling load has increased tre-
mendously in the last two to three years as the job market has become 
more competitive. As part of its ongoing group activity, CPPS continues 
working with the transitional workshop planning committee to help women 
in their move from college to the world of work. Additional efforts are 
also being made to develop transition workshops for freshmen women. 
The Service does appear to reflect a biased approach to a woman's 
place in the job market; as a pragmatic way to enhance her entry into the 
job market the CPPS staff encourages the woman student to improve typing 
and clerical skills. Since male students are not similarly encouraged, 
this advice may be seen as biased, potentially allowing a woman to settle 
for less than the fullest utilization of her talents and education. 
The CPPS, while offering its usual services to graduate students, 
seems prepared for career guidance mainly at the undergraduate level. The 
Commission notes (p.83) that graduate women reported a lack of departmental 
support and direction in professional pl acement, and asked that a coopera-
tive placement program be considered. If such a cooperative program is called 
for to serve graduate students, its locus might most logically be the 
CPPS. 
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THE COMMISSION RECOMMENDS: 
Zerfoss Student Health Center: 
1. That there be a greater number of hours for gynecological services at 
the Student Health Center, and that students be given a specific 
appointment time with gynecologists. In order to provide more hours 
for gynecological service we suggest that the Student Health Center 
be made into a gynecological-clinical practicum for family nurse 
clinicians, who would then be able, under supervision of a qualified 
physician, to perform some of the examinations and treatment. 
2. That immediate steps be taken to improve the personal consideration given 
to women students and their medical problems and ensure that medical advice 
is not influenced by judgmental considerations of lifestyle. The Commiss ion 
recommends that changes in personnel within the Student Health Center be 
made, if necessary, to accomplish these objectives. 
3. That a female gynecologist be hired. 
4. That the physical arrangement of the Student Health Service be changed 
to provide more privacy for patients when they arrive, and that the 
reception services be reoriented to provide the environment of stability, 
confidence, and acceptance which students should encounter at the SHS 
when they need medical care. 
5. That Student Health assume an educational function for Vanderbilt students 
by informing them of problems and diseases prevalent in their age group, 
and encouraging them to come to SHS for diagnosis and treatment. This 
could best be facilitated by spending more time with students when they 
come to the dispensary, but could also take the form of active dissemi-
nation of health-related information on campus. 
Interuniversity Psychological and Counseling Center: 
1. That specific attention be given to expanding the Center's efforts to 
serve women's issues groups in the University community. 
2. That the supervisory staff at IPCC include women (at present all training 
and supervisory professors are male). 
3. That further study be made at IPCC to ensure the fullest participation of 
women practicum students in the Center's practicum program. (The present 
imbalance of twice as many men as women students on the staff is not 
representative of the overall pool of graduate students in the University 
connnunity. There is, however, no innnediate way to assess the problem 
for sex bias, since in past years the percentage has been predominantly 
female, and seems to fluctuate yearly.) 
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Career Planning and Placement Service: 
1. Th~t CPPS continue its commendable programs of group exposure to women's 
concerns and life style/career. planning. 
2. That a staff member be funded for outreach activities to implement an 
active program which would bring outstanding women to campus to speak 
and share experiences, to sponsor films, and to plan regular discussion 
groups on issues related to career development for women. 
3. That the CPPS staff discontinue its policy of special encouragement to 
women students to improve typing and clerical skills in pursuit of their 
career goals. 
4. That CPPS sponsor a cooperative initiative for professional placement 
of women graduates at master's and doctoral degree levels . 
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FACULTY WOMEN 
PERSONAL DOCUMENTATION 
" .•. It should be kept in mind that a 
man who is competent in research and 
teaching, i.e. the "average" associate 
professor in a university with high 
academic standards becomes a full 
professor on the average at about 45 
years of age (or about 20 years after 
receiving his doctoral degree)." 
Vanderbilt University 
College of Arts and Science 
Planning Study (1972-1979) 
"Personnel Policies" 
Faculty member introducing faculty 
couple: 
"I want you to meet two other faculty 
members. This is Professor and 
Mrs.---." 
Student approaching woman faculty 
member in her office: 
"Do you know where Professor -- is?" 
"No, I'm sorry, I don't." 
"Well, when will he be back? Don't 
you keep track of his schedule?" 
"No, I don't." 
"But isn't that your job? Aren't you 
his secretary?" 
"No, I don't have those skills." 
"Well ..• do you have any skills?" 
"Yes, I teach in the --- Department." 
"Oh. Sorry." 
Secretary to woman faculty member: 
''Ms. , Professor --- left this 
message for you." 
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"One of the main problems is that there are still so few of us • 
. We can count ourselves on two hands riow instead of one, but that's not 
much progress." This observation was voiced to the Commission by faculty 
women who had just come to Vanderbilt as well as by those who had been here 
several years. Lack of visibility as a group arid personal isolation were 
topics that continually crune up in conversations with faculty. They were 
perceived as interrelated both in causes and consequences. 
The academic world has traditionally been a male enclave. Male 
faculty, administrators, students, and staff have not been accustomed to 
viewing women as academic professionals. Thus women faculty find that 
they are perceived as secretaries, wives, or students at least as fre-
quently as they are seen as scholars. This presents difficulties in being 
taken seriously by male colleagues and administrators . It also on occasion 
makes it harder to maintain good working relationships with support staff, 
most of whom are women. Undergraduate students at Vanderbilt, not being 
accustomed to women faculty, often make the assumption that if a woman is 
teaching a class she must be a graduate student teaching assistant for a 
male professor. One manifestation of the problem is the inconsistent use 
of titles for male and female faculty. Women professors, more often than 
not, are addressed as "Mrs.," ''Miss" or ''Ms." Male professors are ad-
dressed as "Professor" or "Doctor~" Women faculty reported this to be 
the case in written as well as verbal communicat·ion, by male faculty and 
administrators as well as students and staff. The exception is in the 
Medical School where both female and male faculty are addressed as "Doc-
tor." 
"Not being perceived as the committed professionals that we are 
places additional burdens on us that male faculty don't have to cope 
with." A number of women spoke to the Commission of having to prove 
themselves twice, as academicians and as women academicians. The special 
pressure typically comes in the form of negative expectations. As an 
instance of this, one woman related that when she was being considered for 
promotion and tenure, the chairperson of her department indicated to her 
that he had qualms about recommending her promotion to the dean in spite 
of the fact that her department supported her. The reason for his concern 
was that she was a mother and that she would devote so much energy to her 
children that her academic commitment would deteriorate once she had 
tenure. He wanted special assurance from her that this would not be the 
case before putting himself on the line to the dean. This is a vivid 
instance of different expectations for men and women faculty. While for 
the male faculty member who is about to be promoted, it is assumed as a 
matter of course that the scholarly achievement attested by his past 
performance will continue, the woman's continuing academic integrity is 
called into doubt. 
Although relations with students are generally perceived to be good, 
negative expectations on the part of students are likewise very evident. 
A woman in her thirties who has held a doctorate and full academic rank 
for twelve years and who feels herself to be a well-liked and respected 
teacher reports that, year after year, some of her new students ask, "Do 
you have a Ph.D.?" Expecting a negative answer, they express surprise 
and admiratfon when she assures them she does. Another woman, who teaches 
a large course for undergraduates, said, "I realized very quickly that 
t have to use a title with students from the very first day of class, even 
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faculty. The woman is again in a dileIIllla. She feels a compulsion to 
serve on all the committees to which she is appointed to ensure her good 
standing with the administration and to be a spokesperson for issues that 
affect women. She feels she cannot serve on all these committees if she 
is to have time to write and publish and develop her academic career. 
Many women faculty e~pressed the conviction that unless they serve on 
connnittees there will be no faculty concerned about the status of women 
on the campus. There are very few men, they said, who are concerned and 
even fewer who are willing to speak out. In fact, jokes are often made 
about the women who try to change their colleagues' consciousness. In 
one case women leaving a meeting overheard a male faculty member say, 
"Now we don't have to use the pronoun 'she' anymore." The other men 
laughed. 
There is an urgent need to change attitudes on campus according to 
women faculty. They cited incidents with faculty, staff, and students 
that demean the status of women faculty and incidents that demean women 
students and staff: University publications and departmental connnunica-
tions that continually use only the pronoun "he," remarks made by male 
faculty and administrators often "in jest" that treat women either as sex 
objects or allude to their not being at home in their "proper" sphere, 
meetings where their ideas are ignored (often to be applauded when a male 
faculty member makes the same point or suggestion later on). Women 
agreed that one should not have to spend time thinking about or putting 
energy into this type of incident. Nonetheless such incidents are a part 
of the everyday existence of women faculty at Vanderbilt and of the women' s 
experience of their scholarly community. 
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Faculty women told the Comnission that they were not optimistic 
about the probabilities for change in the near future. "Only when there 
are more women faculty here will here be a chance for attitudes to change, " 
said one woman. "But right now many departments don't care. They might 
try to recruit women so they can say they tried. But they aren't really 
interested in hiring women. I've heard male faculty say that many times 
in my own department--I can't imagine other departments being much 
different." 
Women faculty did not see any easy solutions to their problems. 
The problem of numbers is compounded, they said, because when women are 
hired they tend to be hired at the Instructor level. (According to Com-
mission statistics, women are overrepresented at the Instructor rank.) 
They stated that women are more frequently hired without their disser-
tations completed than are men. One reason given for this is that schools 
under affirmative action pressures seek to improve their statistics on 
women faculty members. These women find themselves under great pressure 
to finish their dissertations, and at the same time serve on conmittees, 
meet with students, perform administrative and departmental duties, and 
produce published research. As one faculty member pointed out, instructors 
are really punished for their low status rather than encouraged to finish 
their degrees and get promoted. New faculty are likely to get the worst 
teaching hours and are more often asked to teach courses outside their 
areas of interest than are senior faculty. Because they also teach the 
introductory classes, they often have more students. This means that at 
a point when they need more time they have the least amount available. 
As another instance of special pressures, women faculty stated that 
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if students suggest that material on women be included in existing 
courses (or as in one case, suggest that a whole course on women be 
added), they approach the women faculty within their department with their 
request and not male faculty or the chairperson. One woman faculty member 
said that she found herself setting aside other interests in order to 
accommodate the students, knowing that if she didn't do it nobody else in 
her department would. 
Two years ago the University developed a part-time, full-status 
line. The Commission on the Status of Women was instrumental in urging 
this policy. We asked women faculty for their opinions of how it is 
working. They felt that to the extent that it is being used for women, 
it is not entirely satisfactory. For example, "part-time" can mean any-
where from 50 percent to 99.9 percent of a full-time appointment, 
depending on the arrangement with the department. One has the same office 
hour responsibilities and cormnittee duties, only the teaching load is 
reduced. Sometimes, however, because one teaches fewer courses, it is 
assumed that there is more time for administrative work, and one is asked 
to do more. The position was initially created with women in mind: women 
who had not finished their dissertations or who had child-rearing respon-
sibilities. In theory it gives a person more time. In practice it may 
not. Women faculty urged that any woman who considers being hired on this 
basis should be very careful about how she and the hiring department 
define her hours and time before accepting the position. 
Within the School of Nursing the status of women as faculty is taken 
for granted. However, in Nursing as elsewhere at Vanderbilt, most hiring 
is done at the rank of Instructor. 
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We learned from women faculty in the School of Nursing that each 
year the Nursing faculty is "invited" to pour punch at the Chancellor's 
graduation reception for undergraduates. Neither the male Arts and Science 
or Engineering faculty nor other female Arts and Science faculty are 
similarly invited. In this case the University has not only put women 
in a trad i tional role--that of serving--it has put a whole profession in 
. that role. 
Women faculty affirmed the necessity of a University-wide commitment 
to hiring high-ranking women and minority faculty. This, they said, 
would demonstrate a commitment to affirmative action. It is, moreover, 
felt to be a prerequisite for changing attitudes on campus • 
. ps, 
STATISTICAL ANALYSIS 
The 1975/76 Faculty 
There were 132 women and 676 men on the faculties of seven 
schools and colleges of the University (administrative officers and 
visiting faculty were excluded).* Nearly 40% of the women were faculty 
members of the School of Nursing. Among the other schools, about 10% of 
the faculty were female. There were no women faculty members in the 
Graduate School of Management. Table I shows the number of faculty mem-
hers by rank and sex, and Tables IA to IF give the number of faculty mem-
hers by rank and sex for each school. These tables show that the.re is 
a much larger proportion of women in untenured faculty positions than in 
tenured positions, which suggests that women leave Vanderbilt's 
academic labor force earlier than men and/or that appointment and pro-
motion procedures discriminate against females. 
Average faculty salaries by rank and sex for the entire University 
are shown in Table II. Comparisons of average salary levels for males 
relative to females of the same rank can be made even though faculty mem-
hers of the Medical School are usually paid on a 12 month basis and other 
faculties on a nine month basis. For every rank the average salaries 
for women are lower than those for men. Perhaps the most striking differ-
ences are at the ranks of Research Associate and Instructor. At these 
ranks levels of experience are relatively homogeneous yet the salary 
differential between men and women is still large. 
*Source of data for 1975/76 faculty: Vanderbilt University faculty payroll 
print-out, Nov.1975. 
Separate tables of mean faculty salaries by rank and sex in the 
Medical School and in the College of Arts and Science are presented as 
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Tables IIA and IIB. The average salaries for women faculty members are 
universally lower than those for men of the same rank. Depending 
on school, rank and measurement of central tendency used (median or 
mean), the differences in average salary range from several hundred 
to several thousand dollars. More detailed data on salary for the other 
schools or for divisions within schools could not be shown here without 
violating confidentiality.* 
The existing faculty data base is incomplete and primitive; the 
data shown above do not take into account important variables such as 
the credentials of faculty members or time interval since highest earned 
degree. Thus a more refined analysis of the salary differences between 
male and female faculty members could not be conducted. See the discussion 
of data collection (page iv ). 
TABLE I. VANDERBILT UNIVERSITY NUMBER OF FACULTY ALL SCHOOLS 
BY RANK AND SEX** 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 218 178 178 29 73 676 
Female 7 18 44 46 17 132 
Percent Female 3.1 9.2 19.8 61.3 18.9 16.3 
**Includes School of Nursing. Does not include administrative officers or 
visiting faculty. 
*This material will be submitted to the Chancellor, however, as a confiden-
tial appendix. 
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I.A. SCHOOL OF MEDICINE 
(Excluding Speech and Hearing) 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 79 60 99 20 53 311 
Female 3 7 15 9 11 45 
Total 82 67 114 29 64 356 
Percent Female 3.7 10.4 13.2 31.0 17.2 12.6 
I.B. COLLEGE OF ARTS AND SCIENCE 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 94 81 53 6 16 250 
Female 3 3 12 4 5 27 
Total 97 84 65 10 21 277 
Percent Female 3.1 3.6 18.5 40.0 23.8 9.7 
I.C. DIVINITY SCHOOL 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 9 5 6 20 
Female 0 0 1 1 
Total 9 5 7 21 
Percent Female 0 0 14 5 
~28 
I.D. LAW SCHOOL 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 13 3 5 2 23 
Female 0 1 1 0 2 
Total 13 4 6 2 25 
Percent Female 0 25 17 0 8 
I.E. ENGINEERING SCHOOL 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 18 20 10 0 2 50 
Female 0 0 0 0 1 1 
Total 18 20 10 0 3 51 
Percent Female 0 0 0 0 33 2 
I.F. NURSING SCHOOL 
Full Associate Assistant Research 
Professor Professor Professor Instructor Associate Total 
Male 0 1 2 1 0 4 
Female 1 6 12 30 0 49 
Total 1 7 14 31 0 53 
Percent Female 100 86 86 97 0 92 
There were no female faculty members in the Graduate School of Management. 
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TABLE II. VANDERBILT UNIVERSITY FACULTY 
MEAN ANNUAL SALARIES IN $1000's 
BY RANK AND SEX* 
Male 
Female 
Full 
Professor 
29.3 
25.3 
Associate 
Professor 
22.7 
20.3 
Assistant 
Professor 
20.4 
17.5 
Instructor 
13.6 
12.2 
Research 
Associate 
11. 3 
9.3 
*All Schools, including Nursing. Does not include adminis .trative 
officers or visiting faculty. 
II.A. SCHOOL OF MEDICINE 
Male 
Female 
Full 
Professor 
37.3 
** 
Associate 
Professor 
30.8 
27.0 
Assistant 
Professor 
24.6 
22.8 
II.B. COLLEGE OF ARTS AND SCIENCE 
Male 
Female 
Full 
Professor 
24.2 
** 
Associate 
Professor 
17.8 
** 
Assistant 
Professor 
14.1 
13.l 
**Not given to preserve confidentiality. 
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Instructor 
14.1 
11.5 
Instructor 
12.5 
11. 6 
Research 
Associate 
11. 6 
9.6 
Research 
Associate 
10.2 
7.6 
Faculty Hiring 
During the six-year period 1970/71-1975/76 women accounted for 
25.1% (133/529) of all new faculty hired at Vanderbilt University.* The 
percentage is somewhat deceptive, however, for the School of Nursing 
accounted for over half of all women hired (72/133), and two schools 
(Divinity and Engineering) hired no women during this period. Nursing 
and Engineering are special cases because the availability of faculty 
is still very sex-specific. If those schools are excluded from the data, 
women account for only 14.0% (61/437) of all new faculty hired at Vander-
hilt over the six-year period. Graph I shows hiring of full status faculty 
by sex for each school over the six years. The full tables on hiring 
appear in the Appendix. 
To the extent that the sex composition of faculty hiring at Vander-
hilt has changed, it has changed much more in some areas than in others. 
To get a clear picture of what is happening it is necessary to look at 
the net change in the sex composition of the faculty and the availability 
of women with Ph.D. degrees in specific fields. These two things, more 
than anything else, show how well the University is doing as a whole and 
where it needs the most improvement. Arts and Science and Medicine have 
done most of the hiring of women since 1972. The most recent published 
data on Arts and Science availability are for 1972. Unfortunately these 
data are not available for many medical fields; thus our departmental 
analysis must be confined to Arts and Science. 
Tables I and II show the faculty sex composition of Arts and 
*In this section the date refers to the year in which new faculty assume 
their responsibilities. 
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GRAPH I. VANDERBILT UNIVERSITY FULL-STATUS FACULTY HIRING BY SCHOOL 
AND SEX 1970/71-1975/76 
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TABLE I. VANDERBILT UNIVERSITY COLLEGE OF ARTS AND SCIENCE FIELDS 
WITH WOMEN FULL-STATUS FACULTY IN 1975/76: PERCENTAGE 
CHANGE WOMEN ON THE FACULTY 1972/73 TO 1975/76 
Department or 1972/73 Faculty 1975/76 Faculty Percent Women Hired 
Field M w %W M w %W 1972/73-1975/76 W/T 
Fine Arts/Music 7 2 22.2 6 2 25.0 0.0 (0/1) 
Germanic/Slavic 12 2 14.3 10 3 23.1 so.a (1/2) 
Political Science 18 0 o.o 14 4 22.2 57.1 (4/7) 
Classics 5 1 16.7 5 1 16.7 **** 
Molecular Biology 10 2 16.7 12 2 14.3 0.0 (0/1) 
Sociology I 
Anthropology 14 2 12.5 19 2 9.5 14. 3 (1/7) 
French/Italian 12 1 7.7 10 1 9.1 **** 
English 26 0 0.0 21 2 8.7 100.0 (1/1) 
Biology 10 1 9.1 12 1 7.7 0.0 ~0/2) 
Economics/Bus.Adm. 29 1 3.3 23 1 4.2 20.0 (1/5) 
History 24 0 0.0 23 1 4.2 12.5 (1/8) 
Psychology 30 2 6.4 24 1 4.0 14.3 (1/7) 
TOTAL 197 14 6.6 179 21 10.5 24.4 (10/41) 
****means that there were no faculty hired. 
Source: Gazette; Conunission on the Status of Women departmental question-
naire; Vanderbilt University payroll records, 1972' 1975; telephone calls 
to all departmental offices involved. 
TABLE II. VANDERBILT UNIVERSITY COLLEGE OF ARTS AND SCIENCE FIELDS WITH 
NO WOMEN FULL-STATUS FACULTY IN 1975/76 
Department or 1972/73 Faculty 1975/76 Faculty Percent Women Hired 
Field M w %W M w %W 1972/73-1975/76 W/T 
Spanish/Portuguese 9 1 10.0 10 0 o.o 0.0 (0/2) 
Math 26 0 o.o 24 0 0.0 20.0 (1/5) 
Physics/Astronomy 24 0 o.o 23 0 0.0 0.0 (0/4) 
Chemistry 18 1 5.3 21 0 0.0 0.0 (0/2) 
Geology 6 0 o.o 4 0 o.o o.o (0/1) 
Philosophy 9 0 0.0 10 0 o.o o.o (0/4) 
Drama 5 0 o.o 5 0 0.0 0.0 (0/1) 
Religious Studies 5 0 0.0 5 0 0.0 0.0 (0/1) 
East Asian Studies 2 0 0.0 1 0 o.o 0.0 (0/1) 
TOTAL 106 2 1.8 103 0 o.o 4.8 ( 1 /21) 
Source: see Table I. 
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Science fields in both 1972 and 1975, and the sex composition of Arts 
and Science faculty hired for the period 1972/73-1975/76. Looking only 
at the fields that had women on their faculties in 1975 (Table I) there 
is a net change in the percentage of women from 6.6% to 10.5% between 
1972 and 1975. However, when we look at all Arts and Science departments 
together (Tables I and II) the change is only from 4.7% to 6.9%. Three 
departments (Gennanic/Slavic, English and Political Science) show a 
dramatic increase in the proportion of women faculty since 1972. However, 
there is a decrease in the proportion of women faculty in four departments. 
Nine departments had no women faculty in 1975. That only 6.9% of the 
1975/76 faculty were women, compared to the 15.1% 1972 availability for 
Vanderbilt Arts and Science departments taken as a whole, means that 
Vanderbilt has a long way to go just to meet the national availability 
figure. 
How do the changes in the sex composition of the Arts and Science 
faculty compare with the availability of women Ph.D.'s in specific 
disciplines? The outcome is not at all encouraging. Table III lists 
Arts and Science departments according to how favorably the 1975 sex 
composition compares with the 1972 availability figure. For one department 
(Political Science) the proportion of women exceeds the availability 
figure. For two other departments (Classics and Germanic/Slavic) there 
is a rough approximation between the two figures. For the remaining 
nine departments that did have women faculty in 1975, the proportion of 
women ranges from 5.5% (Economics/Business Administration) to 17.0% 
(Psychology) of the availability figure. There are seven departments for 
which we have availability figures that have no women faculty at all. 
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And although the proportion of women on the Arts and Science faculty 
increased from 4.7% in 1972 to 6.9% in 1975, as already stated above, 
this falls far below the 1972 national Arts and Science availability for 
Vanderbilt departments. In addition, there were, and still are, no black 
women faculty in these departments. 
TABLE III. VANDERBILT UNIVERSITY COLLEGE OF ARTS AND SCIENCE 
PERCENT WOMEN ON FACULTY 1975/76 COMPARED TO 
NATIONAL AVAILABILITY WOMEN Ph.D. 's BY FIELD* 
Department 
Political Science 
Classics 
Germanic/Slavic 
Economics/Bus.Adm. 
Fine Arts/Music 
Sociology/Anth. 
Molecular Biology 
Biology 
History 
English 
French/Italian 
Psychology 
Physics/Astronomy 
Geology 
Math 
Chemistry 
Religious Studies 
Philosophy 
Spanish/Portug. 
Percent 
Women Ph.D. 's 
1972 
10.6 
19.0 
31.1 
7.6 
46.2 
21.4 
35.3 
. 21. 9 
15.7 
33.2 
47.7 
24.2 
3.4 
5.2 
8.2 
9.7 
10.6 
16.7 
34.2 
Percent 
Women on Faculty 
1975/76 
22.2 
16.7 
23.1 
4.2 
25.0 
9.5 
14.3 
7.7 
4.2 
8.7 
9.1 
4.0 
o.o 
o.o 
o.o 
0.0 
o.o 
o.o 
0.0 
Comparison of 
Vanderbilt to 
Availability 
+ 11.6 
2.3 
8.0 
3.4 
- 21.2 
- 11. 9 
2.1 
- 14.2 
- 11.5 
- 24.5 
- 38.6 
- 20.2 
3.4 
5.2 
8.2 
9.7 
- 10.6 
- 16.7 
- 34.2 
*Total availability, Vanderbilt Arts and Science Departments: 15.1% 
**No availability data for Drama and East Asian Studies. 
Sources: 1975 faculty payroll print-out; May 14 phone call to all depart-
mental offices involved; National availability figures, HEW, 
Bureau of Research and Development; and the National Center for 
Educational Statistics, Earned Degrees Conferred: 1972. 
For the Medical School we can only make a rough comparison of the 
change in the percentage of women on the faculty between 1972 and 
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1975,* and the percentage of women hired during the six-year period 
1972/73 through 1975/76. Our guess is that the slight increase in the 
percentage of women on the faculty that shows up (12.86% to 14.45%) would 
not hold if we were able to adjust our figures. And even if there were 
a slight increase, the percentage of full-status women hired over the 
four-year period is still greater than the percentage of women on the 
Medical School faculty in the current year (Table IV). In addition, 
in 1972, there were two black women on the faculty. In 1975 there were 
no black women. 
TABLE IV. VANDERBILT UNIVERSITY SCHOOL OF MEDICINE 
PERCENT WOMEN ON FULL-STATUS FACULTY 
PERCENT WOMEN HIRED AS FULL-STATUS FACULTY 1972/73-1975/76 
T 
412 
Faculty 
1972/73 
W %W 
53 12;86 
T 
256 
Faculty 
1975/76 
w %W 
37 14.45 
Hired 
1972/73-197 5/76 
T W %W 
196 30 15.30 
Source: Vanderbilt University, faculty payroll print-out, fall 1972,1975. 
The sex composition of faculty hiring is further illuminated by 
looking at the entry levels for new faculty. Table V shows the rank and 
sex composition for new faculty for the period 1970/71-1975/76 for Arts 
and Science, the Medical School, and the School of Nursing. Women are 
hired primarily at the junior level. In fact, they are almost completely 
*An accurate comparison is not possible: 1972 figure includes full-status 
Medical faculty not on the Vanderbilt payroll, 1975 figure excludes them. 
All data obtained from personnel, payroll print-out. We were not able to 
reconcile the discrepancy through the Medical School, or through the 
faculty Register which gives status but not sex. 
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absent from the senior level, even in the School of Nursing which is 
predominantly women. 
TABLE V. VANDERBILT UNIVERSITY HIRING: ARTS AND SCIENCE, MEDICINE AND 
NURSING, BY RANK AND SEX 1970/71-1975/76 
A&S Instructor Assistant Associate Professor 
T w %W T w %W T w %W T w %W 
1970/71 7 0 0.0 11 0 0.0 2 0 0.0 2 0 o.o 
1971/72 7 4 57.1 12 2 16.7 4 0 o.o 0 0 **** 
1972/73 3 0 0.0 10 0 0.0 4 0 o.o 1 0 o.o 
1973/74 11 2 18.2 9 1 11.1 1 0 o.o 0 0 **** 
1974/75 10 6 60.0 10 2 20.0 3 0 0.0 0 0 **** 
1975/76 3 0 o.o 8 2 25.0 3 0 0.0 0 0 **** 
MEDICINE 
1970/71 23 1 4.3 15 1 6.7 2 0 o.o 3 0 o~o 
1971/72 21 s 23.8 21 0 0.0 4 1 25.0 8 0 0.0 
1972/73 20 1 s.o 18 1 5.6 1 0 o.o 1 0 o.o 
1973/74 16 3 18.8 23 3 13.0 3 0 o.o 3 0 o.o 
1974/75 17 8 47.1 19 3 15.8 4 0 0.0 1 0 0.0 
1975/76 21 4 19.0 37 6 16.2 5 1 20.0 7 0 0.0 
NURSING 
1970/71 7 7 100.0 1 1 100.0 4 4 100.0 **** **** **** 
1971/72 10 10 100.0 3 2 67.0 1 1 100.0 **** **** **** 
1972/73 8 7 88.0 **** **** **** **** **** **** **** **** **** 
1973/74 16 15 94.0 2 1 so.a 1 1 100.0 **** **** **** 
1974/75 8 8 100.0 2 2 100.0 **** **** **** **** **** **** 
1975/76 11 11 100.0 2 2 100.0 **** **** **** **** **** **** 
****No hiring at all. 
Sources: Gazette; Commission on the Status of Women Departmental 
guestionnaire 
To emphasize this point, the Commission compared the proportion of 
women and men hired as Instructors to the total hired for the years in 
which women were hired in Arts and Science and Medicine (Table VI). 
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TABLE VI. VANDERBILT UNIVERSITY PROPORTION INSTRUCTORS 
Women 
Men 
OF TOTAL HIRED ARTS AND SCIENCE AND MEDICINE BY SEX 
1971/72 1973/74 
%Ins true tors · %Instructors 
A&S Med. A&S Med. 
67% 83% 67% 50% 
18% 33% 50% 33% 
1974/75 
%Instructors 
A&S Med. 
75% 73% 
27% 30% 
1975/76 
%Instructors 
A&S Med. 
36% 
25% 29% 
There is an obvious trend. In the Medical School the trend even 
takes on the characteristic of a quota: men are hired as Instructors only 
up to 33%. In Arts and Science, while there is not the same regularity , 
the percentage of men hired as Instructor only once exceeds 27%. 
During the six-year period 1970/71 through 1975/76 in the College 
of Arts and Science, no women were hired above the rank of Assistant 
Professor while 20 of the 102 men hired (19.6%) were hired above that 
rank. In the Medical School two women were hired above the rank of 
Assistant Professor, both at the Associate Professor level, accounting 
for 5.3% of the new female Medical School faculty. During the same 
period of time 40 of the 255 men hired in the Medical School (15.7%) 
were hired above the rank of Assistant Professor (Graph II). 
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GRAPH II. PROPORTION WOMEN AND MEN HIRED AT SENIOR 
FACULTY RANKS TO TOTAL HIRED: ARTS AND 
SCIENCE AND MEDICINE, 1970/71-1975/76 
so 
40 
30 
20 
10 
0 
19.6 
0.0 
Arts and Science 
CODE 
Male 
Female 
1 15 . 7 
5.3 
Medicine 
One might expect that the trend would be different in the School 
of Nursing, the one school where women faculty predominate. That is, we 
would expect to find more women hired at the senior level since the 
availability of male nursing faculty is so minimal. This, however, is 
not the case. Even with a male availability of almost ze.ro, women tend 
to be hired at the Instructor level (Graph III). 
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GRAPH III. PROPORTION OF WOMEN HIRED AT INSTRUCTOR RANK 
TO TOTAL HIRED: SCHOOL OF NURSING, COLLEGE 
OF ARTS AND SCIENCE, AND SCHOOL OF MEDICINE 
COMPARED FOR YEARS WHEN WOMEN WERE HIRED IN 
ALL THREE 
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"At present, the main problem for faculty women at Vanderbilt 
does not appear to be rising within the system so much as entering the 
system." (Commission on the Status of Women, Interim Report on Arts and 
Sdence Faculty, November 1973, p. 12.) This situation still obtains 
particularly since there was a considerable drop in the percentage of new 
faculty who were women from 1974 to 1975 (in Arts and Science 34.8 to 
14.3; in Medicine 26.8 to 13.3). However, the fact that such a large 
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percentage of women who are hired are hired at the level of Instructor 
means that "r1sing within the system" is a very serious problem also. 
We would expect that women should be promoted at least at the same rate 
as men, relative to their numbers. It will be especially important to 
watch for trends in promotion in the next few years. The women hired as 
Instructors and Assistant Professors in the last six years would now be 
starting to be eligible for promotion and tenured status. 
Tenure 
In 1975/76 Vanderbilt reported that there were 11 tenured women 
of 312 tenured faculty (3.5%) in the University excluding the Medical 
School and deans. Three are at the level of Professor and eight at 
Associate Professor.* Arts and Science faculty women account for seven 
of those with tenure and the School of Nursing for four. None of the 
other professional schools have any tenured women faculty (excluding 
deans). 
Vanderbilt compares favorably with the AAUP 1975 national data 
(excludes medical schools) on the percentage of tenured women at the 
professor level (Vanderbilt: 100%; national: 94%). However, nationally 
80% of women at the associate professor level have tenure whereas only 
67% of them have tenure at Vanderbilt--a difference of 13%. Vanderbilt 
does better than the national percentages for tenured male professors 
and associate professors (Vanderbilt: 99% and 92%; national: 95% and 
* Report to the American Association of University 
1976, Office of the Provost, Vanderbilt University. 
through offices of the deans. 
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Professors (AAUP) 
Data confirmed 
81%). Unless Vanderbilt makes a commitment to exceeding the national 
averages for tenured faculty, the tenure prospects for women faculty 
look bleak indeed. 
In the Medical School in 1975/76 there were nine women among the 
181 tenured faculty (5.0%). Three of the women were Professors and six 
were Associate Professors. We were not able to obtain national data for 
comparative purposes for the Medical School. 
Vanderbilt's percentage of tenured faculty women does not compare 
favorably with either national private schools or Tennessee private 
schools, however. The Chronicle of Higher Education reported in 
February 1976 that 35.6% of the women faculty at national private 
institutions and 32.5% at Tennessee private institutions are tenured. 
Only 15.5% of the women faculty are tenured at Vanderbilt (a negative 
difference for Vanderbilt women of 20% and 17% respectively). The 
percentage differences for Vanderbilt male faculty are the same but in 
a positive direction. 
Clearly, it is important that women be hired at senior levels. 
However, it is also incumbent upon the University's schools to have 
explicitly stated policies on promotion. The Faculty Manual provides 
that the College and each school shall publish its appointment and 
promotion policy (p. 13). It appears that no such publication has been 
made by the College of Arts and Science, the School of Medicine, the 
• School of Nursing, nor the School of Law. When asked, persons at these 
schools reported that the schools simply followed the policies in the 
* The School of Nursing does have a committee working on tenure policy. 
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Faculty Manual. The ad hoc committee report of the College of Arts and 
Science is presently in the Faculty Council. The deans of the School of 
Engineering and the Graduate School of Management, which have published 
policies, state that these policies are out-of-date as to their details, 
and therefore need revision. 
The Faculty Manual appears not to provide for the termination of 
faculty who do not obtain tenure within the normal period. Its language 
is: "Unless a faculty member on fixed term appointment receives notice 
that he will be promoted to a position holding academic tenure prior to 
his cumulated seventh year of full-time service at the rank of Instructor 
or higher at all institutions of higher learning, he shall not acquire 
tenure." Only the Divinity School and the School .of Engineering provide 
for the termination of faculty who do not obtain tenure within the 
normal period. Thus in all other schools the possibility seems to exist 
for a faculty person (Instructor or Assistant Professor) to be held 
indefinitely in a non-tenured status. Another way of holding faculty 
non-tenured would be to classify them as Lecturers. Both these devices 
could be used as ways to discriminate against women. 
In passing it should be noted that, of the Faculty Manual and the 
three written published policies, only the Faculty Handbook .2l the 
Divinity School (published in 1974 under Dean Walter Harrelson) speak 
of faculty as "he or she"; the language of the other four documents 
presupposes that all faculty members are male. 
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Problems with Entry into the System 
The 1973 Interim Report of the Commission on the Status of Women 
included a lengthy discussion of this topic. Most points raised in the 
discussion are still pertinent. There is still a less-than-adequate 
awareness on the part of faculty involved in hiring that the applicant 
pool must be opened up to women. It is our sense that one reason for 
this is the lack of commitment to affirmative action on the part of the 
administration. According to one administrator, Vanderbilt prides itself 
on its decentalization--of records, of power, of authority. The central 
administration of the University requires the deans to sign a statement 
that affirmative action measures have been followed for each faculty 
position. Unless a complaint is registered, however~ there is no 
further checking. "We have no desire to tamper with a system that works 
well," said the administrator. An affirmative action "plan" that merely 
puts the burden on minority candidates is hardly the kind of commitment 
we are thinking of. A former Yale professor said: "There is a greater 
chance of bringing about rapid social change through corporations--
with their centralized bureaucracies--than there is through the 
decentralized university structure." (Yale Alumni Magazine, April 1976). 
To our knowledge there has never been a published and publicly available 
affirmative action plan at Vanderbilt. Nor has there been any discussion 
which involved the administration and faculty (much less the whole 
University) o( the content and implications of Title VII and Title IX. 
As the 1973 Interim Report stated, "The prevailing attitude among the 
faculty ... is stlll not conducive to a ready recruitment and objective 
l 
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evaluation of female applicants. At best, the attitude appears to be one 
of unwilling cooperation in the face of possible pesky complaints to HEW 
or other government agencies." (p.12). The fact that the Faculty Senate 
and the Arts and Science Faculty Council discussed "possible lawsuits" as 
a reason for not giving a written statement of reasons for denial of tenure 
only underscores that point. 
A second problem with gaining entry into the system noted in the 
1973 Interim Report was that of being "qualified enough." Department members 
often say, "The man that we select to fill this slot must not only be the 
best qualified of all candidates, but he must be compatible with our 
present faculty. He must fit in." There is now a legal ruling that 
compatability" is not a valid criterion for hiring if it refers only to 
personality. Unfortunately "compatability" and "best qualified" can be 
defined in all sorts of subtle ways. A study done by Laurence Simpson in 
1968 sent identical vitae of job applicants for academic positions to 
institutions of higher learning. The matched resumes were exactly alike 
except that the names varied to denote female or male identity. "He found 
consistent patterns of discrimination against women applicants, who were 
generally not considered for positions."* "Qualified enough" seems to 
start from the assumption that the candidates are white and mal e. Once 
those criteria are met meritocratic methods are applied: is he respected 
by his peers, and has he done outstanding work in his field? 
The third problem of entry noted in the Interim Report was that of 
women having to take part-time jobs in order to combine career with 
*"Creating a Facade of Change: Informal Mechanisms Used to Impede the 
Changing Status of Women in Academe"; Joan Roberts; KNOW, Inc., P.O. Box 
86301, Pittsburgh, Pennsylvania, 15221. 
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childrearing. While we are happy that Vanderbilt has now joined other 
schools in adopting a part-time, full-status line, to date we know of 
only two faculty members who have been hired on this basis. 
Increasing the number of women on the faculty at all ranks, but 
particularly at the ranks of Assistant Professor and above, must be top 
priority. The women who are here are isolated, over-worked (especially 
with committee responsibilities--there aren't enough women to go around) 
and have little or no decision-making power because of their low 
representation at the senior ranks. Furthermore, both the percentage 
of women receiving graduate degrees from Vanderbilt, and the national 
availability of women, far surpass the percentage of women on the faculty 
at Vanderbilt. 
~7 
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THE COMMISSION RECOMMENDS: 
1. That there be a University-wide commitment to hiring women and 
minority faculty at the senior faculty level through publication 
of affirmative action goals. 
2. That there be developed and published a University-wide policy on 
the use of titles in staff, faculty and student handbooks. Faculty 
should then be free to choose whether or not they want to be referred 
to by title or first name within their departments and classes. 
3. That departments consider adopting a policy that would reduce the 
work load of faculty who have not finished their doctorates; or 
that there be a policy not to hire persons until terminal degrees 
have been completed. 
4. That each school publish detailed appointment, promotion, and tenure 
policies as provided for in the Faculty Manual and file them, readily 
accessible to faculty members, in the offices of the deans and the 
office of the Provost. 
S. That either each school inform faculty members, on appointment, whether 
or not the seven-year review policy is utilized; or each school 
consistently adhere to the AAUP policy of review after seven years. 
6. That the department provide a written explanation to a faculty 
member if tenure is denied. 
7. That departments or schools undertake and maintain a study by race 
and sex of the rates of promotion of faculty members. 
8. That faculty salaries be reviewed in all schools and in all ranks 
for any inequities between salaries of women and men faculty members. 
Any inequities should be rectified immediately. 
9. That all faculty, regardless of sex, be invited to pour punch at the 
Chancellor's graduation reception (not only the School of Nursing). 

SCHOOL OF NURSING 
Schools of nursing have the potential to serve as important models 
for college and university women. Professional women in nursing, holding 
as they do the highest administrative posts and most faculty positions 
in nursing degree programs, could be role models for students, faculty, 
and staff women in many different academic settings. However, widespread 
concern has been expressed in the nursing field that most schools of 
nursing are not accorded professional status at the same level of the 
predominantly male professional schools of dentistry, divinity, law, and 
medicine; they are more often considered to be "service" or technical 
schools. Faculty members and students in the School of Nursing feel 
that this attitude is prevalent at Vanderbilt. 
The great majority of staff and faculty women expressed concern that 
the School of Nursing has serious internal problems. In the fall of 1975, 
a faculty/administration retreat was held as part of an internal study 
of problems in t·.he School, and questions were posed to the dean from the 
study. Many faculty were disappointed that there was no response for 
several months, and the dean's reply was considered by many to be 
inadequate and evasive. 
The dean's recent successful efforts to secure a faculty salary 
adjustment and the recent appointment to the Valere Potter Distinguished 
Professorship in Nursing have been strongly encouraging to the Nursing 
faculty, and these changes are viewed positively, but many faculty members 
do not think there is a concerted effort to improve working conditions 
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in the School. A general atmosphere of suspicion and distrust which 
contributes to an unhealthy sense of competition among the faculty was 
reported. Many faculty are disturbed that the School seems to have unclear 
guidelines for promotion and tenure, that there is a preponderance of 
faculty positions in the junior ranks, and that few senior positions exist. 
The Connnission compared the pattern of distribution of faculty 
positions at Vanderbilt with that at Duke University (see Table I). 
Professor 
Associate 
Assistant 
Instructor 
TOTAL 
TABLE I. 
School of Nursing 
Vanderbilt University,% inRank 
of Total Female Full-time Faculty 
1972/73 1975/76 
6.66 (3) 2.08 (l)* 
24.44 (11) 10.42 (5) 
28.88 . (13) 25.00 (12) 
40.00 (18) 54.17 (26) 
(45) (44) 
School of Nursing 
Duke University, % in 
Rank of Total Female 
Full-time Faculty 
1972/73 
22.86 (8) 
14.29 (5) 
40.00 (14) 
22.86 (8) 
(35) 
Sources: Vanderbilt University Personnel Print-out 1972/73, 1975/76. 
Duke University Faculty Affirmative Action Plan, Appendix B, 
July 1973, Table 5. 
*Two of the three full professors reported on the faculty for 1972/73 
were administrators in the School of Nursing in 1975/76. 
The figures from Duke show that there are women qualified to hold senior 
ranks in Nursing. The Commission believes that Vanderbilt must make the 
financial commitment to secure the very best people in the field, com-
mitting itself also to promote qualified persons hired at junior levels. 
Nursing faculty women reported in interviews that many instructors stay 
po 
only a year or two because of poor working conditions and heavy work 
loads, a fact which contributes to low morale and seems to add greatly 
to the difficulty of raising the professional standard of the School. 
Many staff women in the School of Nursing feel generally unappre-
ciated. Both staff women and faculty feel they are not supported by 
the School's business manager, and staff women resent having to answer 
to her on personnel matters rather than to the faculty members for whom 
they work. 
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THE COMMISSION RECOMMENDS: 
1. That there be a total review of the administrative procedures of the 
School of Nursing. Ideally this could be done internal to the campus, 
but if not, then by an -outside evaluator specializing in Nursing Schools . 
2. That work loads of nursing faculty be reviewed and revised, including 
hiring additional personnel if necessary. 
3. That the rank of hiring and the promotion procedures for the School 
of Nursing be reviewed, and that a concerted attempt be made to hire 
at the senior level and promote from within. 
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LANGUAGE 
"All publications must be free of 
illustrations or text that suggests 
differential treatment of students 
or employees on the basis of sex." 
Title IX 
The need for this section of the report arises from a general 
concern expressed by many students, staff, and faculty that the 
language used in University documents, forms, and publications reflects 
an underlying, perhaps subconscious, attitude of male-orientation. In 
some instances this attitude surfaces so strongly as to border on 
insult to women. 
The objective, we emphasize, is to discover the status of women as 
determined by language signals in a conununity believed to be under-
going change in its assignment of status. 
Materials assembled for this section* included examples of language 
*The Conunission on the Status of Women gratefully acknowledges receipt of 
a thorough treatise and sample material on this subject from a committee 
of five women formed in the spring of 1976. The committee objective was 
to study the status of women as expressed in the language of the Vanderbilt 
conununity. We have drawn from this larger work, which is available in its 
entirety at the Cotmnission office. We wish to thank the members of the 
committee: Verley Archer, Barbara Andolsen, Juanita Frazor, Mary E. Higgs, 
Patricia Ogle, and Jan Belcher and Mary Lesser, ex officio. 
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in use in the official publications of the University (catalogues of the 
eight schools, Faculty Manual, announcements of programs and activities, 
the Code of Bylaws, etc.), the 1975/76 Vanderbilt Calendar, a sampling of ---
materials from the Divinity School, the Don't Leave !! at Home Book pre-
pared for Orientation 1975, the Undergraduate Student Handbook, materials 
published by the former Office of Alumni and Development, and connnunica-
tions both formal and informal. The committee also surveyed student pub-
lications and standard forms used by the University, as well as news 
releases and publications of the Office of Public Information, those of 
the Athletics Office, the Arts and Science Planning Study, and many others. 
Attached to this section are examples of our findings. 
The following comments stmUI1arize the general sexist content of the 
materials examined. 
There were few examples of sex-specific language in the Office of 
Public Information materials sampled, with the exception of Viewpoint , 
the newsletter on estate planning. Law Reporter, Medical Center Report, 
and VUES are OPI publications for schools that have traditionally taught 
men; understandably, much of the copy on faculty, students, and alumni 
is about men. In each instance, however, efforts have been made to give 
visibility to women faculty, students, and alumnae, although they are few 
in number. This situation will improve only as more women are admitted 
to law, medicine, and engineering, and as more women are appointed to 
the faculties. The School of Engineering is doing the best job of the 
three ln running pictures of and articles about women. 
Divinity School publications are noticeably free of sexist language. 
Sex-specific language has suffered massive blue-pencilling in most pub-
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lications of the University Publications Office, where editors are sen-
sitive to this issue. Exceptions are the Faculty Manual, which is a prime 
offender, and the University's Code of By-Laws. 
Numerous problems with unyielding male-specific words were found in 
materials collected from the former Office of Alumni and Development. 
Materials prepared for distribution to the entire volunteer organization 
and intended to give each volunteer a sense of being addressed as an 
individual ignored the presence of women in the group. No short quotation 
from these materials would adequately illustrate the affront to women 
volunteers faced with evidence that maleness or a facsimile of maleness 
was required for the job. Sex-specific language could have been avoided 
with more careful attention to the matter. 
Letters from irate alumnae and ballots returned in Alumni Association 
elections (included with this report, beginning on p.173 ) express rather 
plainly the dissatisfaction--even anger--of people who expect Vanderbilt 
to be more sensitive to women's concerns. 
In publications that carry pictures, men and their interests are 
pictured far more often than are women. Pictures of women tend to be 
offered as "cheesecake," or to show women in supportive roles such as 
boosters of athletics for men. We found several examples in student 
publications of serious articles on women's activities bearing headlines 
which were insultingly flippant. Examples are included with this report. 
Another language problem which related to women's status is that 
of titles. Women said that men often use titles to set them apart from 
male colleagues and form a barrier to their natural progress. One example, 
an office memorandtun illustrating typical language usage, is addressed to 
three staff members. In lieu of salutation and address, it begins: 
Miss 
Bill 
Mrs. 
This is a reversal of the more standard, but equally reprehensible, 
Mr. , Mary, and Mr. Both are quite effective techniques of 
exclusion. Staff, students, and faculty often fail to acknowledge the 
position of female faculty members, as in one example submitted to the 
Commission in which a staff member referred to two faculty members in 
the department as Dr. Nabers and Ms. Wiltshire. 
Spoken language is also a concern to which we have directed some 
attention. A primary source of day-to-day irritation for many women on 
campus is the insensitive verbalization of an attitude of condescension. 
"I'll send my girl over to pick it up"; "I want you to run over and get 
me something for lunch"; "Hon, would you mind picking me up at the air-
port?" etc., are all expressions designed to . put a woman in a specific 
role. 
The University should be concerned about and sensitive t o the 
feelings of individuals in the academic community, and should move to 
eliminate from all publicat i ons words and statements that offend the 
sensibili ties of its member s. 
A case can always be made by the insensitive person for the generic 
us e of male r eferences i n f ormal wr iting such as handbooks, catalogues, 
and i ns t r uction manuals. It is noteworthy, though, that in cas es where 
concer ted effo r t has been made to remove the masculine generi c f rom 
publications , better s entences have a lmost always resulted. Awkward 
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structure persists in a very small minority of instances. 
In a random survey we found that the generic use of masculine pro-
nouns is still prevalent in many university bulletins, although it has 
been almost entirely eliminated from catalogs of Brown University, and 
markedly reduced in those of Rice, Stanford, Harvard Law School, Universi ty 
of Tennessee at Knoxville, and Duke Medical School. 
Evidence of real efforts to remove sex-specific language and to 
emphasize women's programs was particularly discernible when we were 
able to compare catalogs of the early 1970's with 1975/76 editions from 
the same schools. It has been interesting to note which schools are 
most responsive to the concerns of women and ethnic minorities. 
It is the Commission's position that, while immediate elimination 
of abrasive language of all kinds and in all forms would be ideal, the 
written documentatio~ of sexism must be immediately eliminated from 
University-supported publications. It is the responsibility of the 
University administration to survey its own literature and edit 
appropriately. 
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We find this document to be 
the most flagrant example of 
insensitivity. We reconnnend 
that it be innnediately revised, 
or better yet, discarded. It 
must not be allowed to stand 
as a published document of 
Vanderbilt University. 
(The following is excerpted 
from pages 31-36.) 
"Criteria for membership on the College faculty are based on professional 
qualifications without regard to sex, race, religion, creed, or sectional 
and national origins." 
Criteria for Appointments and Promotions 
Deans and Department Chai~-The criteria are those for the 
appointment to a full professorsfp, as described below, with the 
following exceptions. It may be desirable in certain circumstances 
to appoint a young man with exceptional qualities of leadership, 
personality, and academic promise, who nevertheless lacks the schol-
arly accomplishment ordinarily required for the rank of full professor. 
Such an appointment may be the best way to invigorate a rundown school 
or department. The risk in . such appointments is mitigated by the 5-
year or shorter period of tenure. 
In appointing a chai~ prime consideration must always be 
given to the individual's competence (or promise) as a scholar . 
• .. • • 
(2) Professor: It should be kept in mind that a man w competent 
in research and teaching, i.e., the "average" associa e rofess n a 
university with high academic standar s ecomes a ull rofessor n~e 
average at about 45 years of age (or about 20 years after receivin is 
doctoral degree). Earlier promotion may of course be made but outs ing 
performance is requisite. Furthermore, it is recognized that practices 
with regard to early promotions vary somewhat on the national scene among 
different disciplines and schools. In any case, the candidate's perform-
ance should~f sufficient note to have become widely known to other 
scholars in~f ield on a national or international level. 
A candidate for a · full professorship will be judged by the following 
activities: (1) research or equivalent accomplishment such as creative 
writing, painting, or composing; (2) teaching; (3) length and faithfulness 
of service; (4) executive and administrative contributions when these 
are closely related to scholarly objectives. Exceptional strength in 
any of these areas can compensate for deficiencies in others. 
Among the above, research and creative accomplishment are most 
easily evaluated and should be the dominant consideration. Evidence must 
be~ided that the candidate has brought about some significant advance 
in ~discipline. This ordinarily entails publication of a large number 
of original papers in research or criticism in first-line journals, books, 
and/or literary or musical compositions of significance. When the candi-
date is deficient in research or creativity, ~y exceptional strength 
and maturity must be shown in one or more of is other academic activities. 
The quality and value of teaching is often difficult to evaluate, and, 
as a consequence, a claim of teaching excellence is sometimes advanced to 
cover mediocrity. To qualify as an ex!$!onal teacher, the individual 
sh~demonstrate, in comparison with his peers, an exceptional knowledge 
of his uhj ec t and unusual ability to co unicatc and inspire. Exceptional 
t.e, . g requires :time to become apparent. T~acher must be able to 
poJnt to a number of scholar~s ho acknowledge~inspiration a~in 
partlcular, must ~~ve shown ls ability to produce scholars in~own 
field. The abipt:y t.o prese a subject to students in a clear, well-
organizecl, an4 &c~~r~t~ fashion constitutes routine, not exceptional teac h-
ing. 
Associate Professor --Since this rank is a tenured one, it is most 
important to maintain high standards and to scrutinize qualifications for 
this appointment closely and dispassionately. 
The criteria fall in the same categories as for the full professor: 
(1) Research or equivalent creativity: Research or creative accom-
plishment should be of sufficient calibre and volume to be recognized 
favorably by workers outside this University engaged in the same discipline. 
The work should be sufficient to establis~candidate as having an area 
of special knowledge and experience withi his field. The candidate ~ 
have been recognized by membership in natio learned societies and~ 
publications will be substantial in content and volume and~ been 
accepted by the best national or international journals in~field. 
(2) Teaching: The candida~ill be a competent teacher and will 
give courses, wh~ndicated, in s specialty as well as general courses. 
By this time in is development, should have attracted and trained, 
or have in train ng, a number of aduate . students and/or post-doctoral 
fellows. Doctoral candidates and post-doctoral fellows or their equivalents 
do not exist in certain parts of the University either because of the nat-
ure of the discipline (e.g., nursing) or because of incomplete development 
of the discipline at Vanderbilt. In regard to the latter, it could be 
argued that no discipline should be represented at Vanderbilt unless the 
University is prepared to support it sufficiently to offer formally the 
highest level of education. Unless this is done, it is likely to prolong 
the situation in which multiple standards for excellence are tolerated • 
• • 
Assistant Professor --The can~te will usually have finished two to 
four years of post-!1,oral work. ~should be competent to teach in the 
general courses in hi discipline and will usually~ begun to develop 
special knowledge an skills in certain aspects of his field. He should 
have published a few substantial papers or their equ valent in first-line 
journals. It may be that in most of this w the candidate will have 
been under the guidance of a m e senior The candidate should have 
developed, however, the knowledge and exper~ to begin a program of 
investigation or creative accomplishment on~own initiative. 
• • 
No one is 
benefitted by trying to fit a square peg into a round hole. 
Judgments on intellectual qualifications required of the truly 
exceptional scholar-educator are not easy to make; yet the importance of 
these judgments to the University, to the individual~ and to the students 
~ill teach can hardly be overestimated. 
'J~~! 
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Ciii!Jren (11.,,,,,I and dato o/ 6irt/,) --
U~n1,Jlee·rrgPrr-~a;d:ua~c=e~w:o:r~k~:-----..--....._ __________________ _ -~-----\----____ _________ 
·sed . being rev1 . 
This form is d here to show 
It is include can make 
that a m inor change 
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d 'fference. all the 1 . 
1 
The Graduate School 
VANDERBILT UNIVERSITY 
NASHVILLE . TENNESSEE 37240 
-.-.--.__..__._,.. ... ... ... ... _ ..... -... _ .....-.. _ .... -... _ ...... -----_ ........... _ ........... -.---..... --
To thr Applicant : Fill in yuur name, yo ur proposed program of study, and sign in the space indicated. Forward this fo rm to 
recommender in t ime for compl etio n and return to the Graduate School before February 1. For the convenience o f the 
teco mmender, you sho uld includt' a stam ped envelope. 
' 
RECOMMENDATION 
on behalf of 
Name (;;.;:~ ~~Mr1~5s5. _ ·- --------------------·----..,-------------:-::".-:-7:-:---:-:--:~:---I: ,., _ ·:~-;:;;}- Lau Fim Middle (or Maiden) 
Propose(! program of study · 
--- - ----·- --------- ---- ---------------------:-------------,,--------- - -
Dcparrmcnt and tpec.tal field, 1f known , and dcgrcc(1) aoughr (M.A., M.S .. M.A.T , PhD ) 
I a~ree t ha t t hr recommendation I am requesting shall be held in 
confidence bv o fficials of Vanderbilt University, and I hereby 
waive an y right s I may have to examine·it. 
Applicant's Signature 
Te the RMon111wftder: The Graduate &hool will appre:e;ia onfidential stat;e;from you concerning this applicant, 
~g how long and in what con~n you have kno him, our estimate his c aracter, and how well you consider 
\:.::Jualified for advanced study 1~eld . 
"- fttlluote rhe~i{ant ' s qualifications by checking the appropriate spacci below, specifying first the group with which 
you have comparee 
Uodcrgraduate maJOr\ r J. All undergraduates [ ]; M.A. candidatca [ ]; Ph .D. candidates [ ). 
------------- ---- ·- -- -·- - - ---·-------------------------~--=---~:-
Exc1llt11t GooJ S11tisf 11ctory Aw""~' o,. lulo111 No /J111i1 fttr 
Q11a/1ficatw11 ( Upper 53 ) (6-l03 ) ( 21 -'°3) (Lower '°3) Jtulfl"'"' ----------- -- -- - --- -- - -- --·---·--'-'----~----...,---------,--
lntellectu-.1 ability 
---·----------·---- - ------+---- -----1-----+-------+--------t------
General knowledge 
---·----------- ---- ---+------+-------+----- --t- -----+-----
Knowledge rn subiect of proposed s~udy 162 
--- --- -- - ----- - --· - . ------+-----!---------~-------+----·--
~ I 
I 
DOCTOR OF MINISTRY PROGRAMS 
OFFERED THROUGH 
THE SCHOOL OF THEOLOGY, UNIVERSITY OF THE SOUTH, SEWANEE, TN. 
AND 
THE DIVINITY SCHOOL, VANDERBILT UNIVERSITY, NASHVILLE, TN. 
To the Student: 
\Jnat\Of"I QcC ..-
____ I wish to _receive the degree, if admitted,_ from Vanderbilt University . 
___ I seek admission to the D. MIN. PROGRAM offered by VANDERBILT DIVINITY SCHOOL. 
I wish to begin study __ _________ ··-··--__ 
·-w-- -• - ---- -- - -------·---....~ ---- -·....; • 19 __ - . 
Other theological schools to which I am applying __ ,. _____ --------·----
163 
. n7 ----\_i'1\f\-,, · ------
MISCELLANEOUS .INFORMATION 
From Graduate St_udy in 01emistry at Vanderbilt Universi ty, 
a brochure mailed t o potential Gr aduate Students . 
Excellent housing facilities are available on campus 
for both single and married graduate students. The 
Housing Office will also provide assistance for those 
de· · 
I find numerous 
err~~DeUl..QPlllOJtlUAA:teS~ the campus as well as 
within the surrounding metropolitan area. The Univer-
sity maintains a very modern employment bureau for 
the entire campus; this service is free to applicants. 
For further information contact: 
Vanderbilt Employment Center 
1103 Baker Building 
110 21 Avenue South 
Nashville, Tennessee 37235 
Nashville has an outstanding public school system as 
well as numerous private and parochial schools which 
provide unusual educational opportunities for early 
schooling of children. 
For sports enthusiasts Vanderbilt has one of the top 
It is understandable that this wording 
was used at the time the by-laws were 
written. However, it is encouraging 
to note that there is a precedent 
for revisions of wording. 
11Jde of By-Laws f Trust 
I 
1. The ofliccrs of the Board of Trust shall be the President, 
two Vice-Presidents, and a Secretary. 
a. The President shall preside at all meetings of the Board 
of Trust, and, when ~cnt, at the meetings of th 
Executive Comrnirtce.~shall appoint all committe s 
cxccpr those which by stature or established custom re 
elected by the Board .tI='k>sha11 approve the dates all 
meetings of the BoarHnd shall call special me ti s 
as he feels these to be dcsirable.IH<lhall exercise ral 
superv ision over the work of th~iversity and p form 
orhcr duties appropriate to his office. [1873, with slight 
revision of wording] 
h. The Vice- Prc:sidenrs shall, in the order of their seniority · 
in ollice, preside over the Board of Trust in the absence 
of the Pres ident, and shall perform other duties as may 
he as~ ign ed by the President or retiuested hy the Board 
of Trust. f J 873, with the addition of the criterion of 
srnioriry I 
c. The Secretary shall he responsi hlc for the preservation 
of a full and accurate record of the meetings of the Board 
of Trust . I J 873 / 
2. The oll1ccrs ol die Board of Trl!st shall serve for a period of 
lour years, a11d ~ hall he subject to re-elcuio11 . All voting 
for oll1cers shall he hy hallor, 011 nominations made, and 
shall reljUtre a two-tl1irds vote for election. ! 1873 and-l906j 
I 
y MANUAL 
FACULT ERSITY * 1975 
T UNIV 
VANDERBlL 
Principles and Rules of Appointment and Tenure 
-a.I 
Section A 
DEFINITIONS 
1. "Academic freedom" in the traditional s se refers to the university's 
continuing policy of maintaining conditions o free inquiry, thought , and dis-
cussion for every member of the faculty in i rofessional activities of research , 
teaching, public speaking, and publication. These conditions are regarded as 
necessary rights accruing to appointment on the faculty. Each faculty member 
has the correlative obligation to speak and write with accuracy, with due respect 
for the opinions of others, and with proper care to specify that@peak~ SR the 
;w1hmit~1 yf his W"R voerl< llRQ ti'pt.1tati01t, not as special pleader for any social 
group or as purporting to represent the University . Such ri ts and obligations 
presuppose that the faculty member adequately performs i other academic 
duties, an at he oes not accept pecuniary return for activities outside of the 
University w1 out a proper understanding with University authorities. 
Some persons broaden the meaning of academic freedom beyond individual 
rights and duties to include faculty participation in determination of University 
policy . At Vanderbilt the faculties of the College, the Graduate School, and the 
several professional schools (the Executive Faculty in the School of Medicine) 
determine the requirements and recommend all candidates for degrees. Through 
their collegial bodies and their elected representatives in the Faculty Senate , the 
faculties are free at any time to examine, debate, and make recommendations 
concerning any educational policy, program , or practice of the University. 
2. "Academic tenure" at Vanderbilt refers to the University's commitment 
(Code of By-Laws, chapter V, sec. l lcl) to continue any person appointed as 
professor or associate professor in that office , unless otherwi~e specified at the 
time of appointment, until 1e is retire or age or permanent disability , ur di s-
---mrs@'or cause. The groun s or cause arc: ( 1) profcssionally-inco111petc11t 
performa11ce or neglect of duty ; (2) gross personal misconduct rendering the 
person unfit for association with students or colleagues; ( 3) conduct c111ployi11g 
unlawf11l 111eans to obstruct the orderly functioning of the University or to vio-
late rights of otl11.: r 111c111hcrs of the University community./\. factilty 11H:111hcr 
holdi11g acade111ic tenure agai11st who111 dismissal f'or cause procecdi11g~ have been 
i11il iated l1a~ . r he requests 1 the right t< a prompt hearing and independent 
judgment 011 t 1c 1c case hy a rep ·seF1tativc body composed of 1Jthe1 
me111her~ of the faculty . 
8 
a.JI 
re..tir 
Editorial marks indicate the ease with which offensive 
l a ngiiage can he c 1 imina tcd. 
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Sl'Cti1111 JJ 
FULL STATUS WITll PARTIAL LOAD APPOINT,IENTS 
rcn11 1c-! J;J c'k appointments may be 111:1dc for pa rtial-load fai.:uJty. with those 
lac:ulty lll'ing eligible 101 promotion tlir,1ugh all rnnks. Persons with such 
;1 ppoin1111L' Jlt \ :m· dc, ignatcd as -having full status with partial load , and the 
letter •ii .tppointlllent must so state. 
f"IH.'\l' appoi11t1:1ent s arc ordinarily directed toward f'ai.:uJty who look to the 
l l nive1si1~ 1"01 the ir only compensated activ ity. bu t whose family commitments 
or heal lh prevents a full faculty load. They are distinguished from non-tenu re-
track "part-I i111e " appointments tha t normally carry the titles of lecturer. 
IC\L'arc/i d\\OCi:tle. :1nd tJ1t1Se professional Tanks bearing the prefixes adjllncl , 
visit ing. JC\L'arch. and clini.. he individual ordinarily earns addit io n:i l 
c•1111pe11 s:ili()J1 apart frolll his ur her niversity sa lary. Part ia l-load faculty 
appo i11 t1m·11ts 111ay be IL' rum tillle to time to determine whrt~ · 
11•111-ll111 vcl\ily ac l ivities ol the partial-load fa cu lty mclllbcr c1 ·· 
:1 part1:tl -lo:1d appointlllcnt. 
l·.xpccl .1l 1t1ns for p1 •1ics,io11:tl qua lificat io ns r" 
s:1111t: as 1111 l1tll-ti111c l:1rnlty . t\ppoi ntnll'··· 
;icc111dancc w1 il1 1'1 i11 r1plcs a11d H•·' 
.111d p.11 11.1!-ltt.td l:1c11ll ) a1•· 
l'.ir11,tl -/1ia d l.1c11I• 
l l111 ve1s11y . ,,. 
(( 
wil Ii 
c:11al1 
l'a ri 
f:1c11 lt y . 
ll ll i /1 c [ I 
ll111ve rs11y 
I 1111c Ctt lllll 1 
L.l\l' 111 l/ltl \L 
i I 1l' J>.t I I 1. ti I II.I 
I /I!' .11111111111 fl.I. 
1l'd11ccd .11111111111 
The use of "his or her" in sections deal ing with 
partial loa d status and summer appointmen t -- a nd the 
conspicuous absence of this form in discuss i ons of tenure 
and r~il-status faculty appointment -- seem to s uggest that 
women are seidom thought of as full - status, full-time fac u lty members. 
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This booklet, while including two 
pages on Women's Athletics at the 
rear, is totally male-oriented. 
I . ..... ,, 
I 
------ -- --- --
Intramural competi-
tion at Vanderbilt 
~Jniversity is not prim-
rily for the athlete of 
•sity caliber-it is des-
~d to meet the needs 
very student. regard-
-------------------
,, \O~ 1f skill or ability, for 
$\a~'e. c,\ot ., ... 1ized physical and C\\\~e\\C ~\te essential recreational act-
p...\: ivities. 
'l'hese Through the ages, 
STATEMEN at Pe '""'>F.SIDENT from the days of ancient 
:£ tt azid l:'ceri t Sparta to modern times, 
p oi: orie ei:bt.I.t age Et history has proved that 
The Intramural I'· ai:ttct tlld.t.tr • -4cc glll:'es lll victory, either in war or 
the most successful in tn... Pazits 'tdlla.J. 0 1:dtrig ay llli. "'eace, goes to the 
~ho P.l. to th 8 1:eP:t-e -.d physically 
iiJrs e tab sezit . . 
012 Ettre .l.e tri /hhe Ptc ~Qts __ at Vanderbilt University by 
teazris e bo tui-e - -~~ carry over value intp 
Jon Fales 
President, 
Men's Intramural Board 
_ THE SAUNA BATH IN 
McGUGIN WILL BE OPEN TO MEN DURING REGULAR 
RECREATIONAL HOURS. THE SAUNA BATH IN McGUGIN 
WILL BE OPEN TO WOMEN, AS DURING THE PAST THREE 
YEARS, ON SPECIAL REQUEST. 
Despite the statement regarding McGugin, 
women have encountered great difficulty 
in locating the appropriate person to 
grant "special requests." 
L---------------------------------.. 168 
to b 0 k.I.et of l/tf - ·~o_physicallyas 
well ~- e Collll.~e}t se~thi.ettc ~ .. rs, a 
completely 11 ... ~ as s p s 1e 
intramural program a. Ettre 088.t.b.J.e 1.ts 
the pleasures of competitive ~~ the 
benefits of physical activity, compamv •.. ined 
recreation. 
Teams for competition in intramural activity may be 
formed in residence halls, fraternities and independent and 
NROTC teams, clubs graduate school teams, and other 
interested Vanderbilt groups. 
All students owe it to themselves to take advantage of 
the intramural program offered them · 
obvious personal benefits to be gain 62% of our students 
participate in the intramural programs-
average. 
I want to welcome all _who wish to compete and will 
endeavor to make your participation enjoyable during your 
years at Vanderbilt. 
Samuel W. Hirt 
Director of Physical Education 
Club Sports and lntramurals 
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ROLE OF THE FACULTY 
IN THE UNDERGRADUATE 
HONOR SYSTEM 
OF 
VANDERBILT UNIVERSI'I'Y 
I l,7Q 
aJ ex 
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intent · Pa 
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e Pied mind 
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Issued by THE SECRETARY OF THE UNIVERSITY, VANDERBILT UNIVERSITY NASHVILLE, TENN. 
Art for Sarratt, 
and More to Come 
... A lot of people passing th~ Madison 
Sarratt Student Center have hecn smiling 
l:itcly. Some have hecn openly laughing. 
And at themselves. 
The provocation is a welded copper 
,rnlpture by Lawrence Anthon which 
ha' rcccntly hccn mounte on the east 
'idc of the new building adjacent to 
Rand Terracc. The sculptur..: depicts a 
colkctinn of campus characters, hurry-
ing ahout their 11wn business in jumbled 
ju,aposition tl) one another. Spectat11r, 
ha,·c lo0kcd first at Anthony"s comic 
pcoplc. then at themsclves gathered 
th.:rc. and recognized some ~imilarities. 
Anth0ny. wl10 leaches at Southwestern 
Lni,·er-.ity in Memphis, describes the 
,uhjcct of the sculpture' as '"a pun on 
~· hat's happening at the location at ;i 
hu'y time, 'uch as class changing-stu-
dents, prnl\, campus freaks, etc., each 
going his own way, each with separate 
individuality and identity hut a part o f 
a mass interactivt: movement with a 
rhythm of its own." 
The srnlpture. standing four feet high. 
" 111n11nt1·d nn : 1 c1111cn.:tt: hase and is one 
111 : 1 1111111hn 11f art pit:ces con.1111is,i1111ed 
h1· Vandnhilt f11r the S:1rralt ( 'entn. 
Otht:rs inclt1dt: a woven tapestry hy 
Henry h1slqwooy of the Memphis 
Academy of Arh to ht: recessed into the 
wall of the front entry off Vanderhilt 
Place. Eleven and a half hy seven and 
· a half feet , it is a multi -colored, abstrac t 
design. 
A two-piece motorized mobile will he 
hung from the ceiling in the middle of 
the Main Lnhhy. Made of pofi,hcd stain-
fe.,-, '>Ice! and :1crylic with reflective sidt:s, 
the two pieces measure five feet across, 
seven lo eight feet high, and will hang 
eleven fcl!I oil tht: floor. They will 
pul-.atc hclwt:en themselves and almost 
Vanderhilt Grr:l'll<' I A11J.:11.1·1 29. /<17~ I /'11i.:1· 8 
Tlw A 111/wn" sc11lr1111r!': "St11de11 ts. profs, campus frenk.~. !'le ... 
imperceptihly rotate. The artist is~ 
Seyfried of the Memphis Academy of 
Arts. 
Also in the Main Lohhy will he a rug 
-.pccia lly designed for the room hy ~ 
& Street Architects. It measures sixteen 
hy twenty-five feet. The primary color is 
hurnt orange, and the design is con-
temporary with a classical oriental motif. 
High relief clay sculptured panels line 
a si .x feet square section of the upper 
wall or the open staircase off the Main 
I 1111ngc. Commissioned from Johp Tuska 
or the Univer,ity of Kentucky, the 
panel\, ha-.ed 011 the theme of Icarus. 
depict free-floating male figures. 
In the Ovcn;up Oak, a glass sculpture 
by Michael Taylor of Peabody forms a 
portion of the wall approximately three 
by ten feet hchind the har. It is con-
structed or thick ~heel glass with colored 
gla~s annealed to it. 
Hanging hcm:ath the Ovcrcup Oak 
halc:on y will he a sci of three bronze 
wind hells designed hy Morrjs EiJ Parker 
of Street & Street. 
Principal feature of the Sculpture 
Court is a fountain designed by ~ 
~ in large hexahedrons of sand-
blasted concrete in which the water flow 
suggests a waterfall. The fountain's 
modern symmetry contrasts with the 
conventional design of two high relief 
limestone plaques which have hccn 
bui lt into an adjacent wall. The two 
plaques carry the seals of Nashville and 
Tennessee and previously stood in the 
facade of Vandcrhilt Hospital hcforc the 
Wcrthan Building was added . A third 
plaque from the Hospital with a Vandcr-
hill shield ha~ hccn relocated in the 
Ovcrcup Oak. 
Other features of the ~mall court arc 
a white marhlc sculpture entitled The 
Three Fates hy Emeritus Professor 
Puryear Mims, a welded steel gate in a 
sunhurst pattern hy Gary Gore of the 
Vandcrhilt Pres~. and copious plantings 
whil:h will give the hrickcd area a natural 
setting. 
Thrirnghout the huilding arc large ash 
urn~ and planters hy qcgional potters. 
Viewpot*nt 
The foil owing is prepared by McKenney and Thomsen 
and is copyrlghled by them. 
No quotes are included from copyrighted material in 
Viewpoint, a quarterly service of the Vanderbilt University 
Committee on Wills and Trusts. However, the Commission 
seriously questions the University's wisdom in using such 
material which would be certain to anger any wealthy 
dowager. The copy, which deals with benefits of gifts through 
wills and trusts, treats males as if they have all the money 
and all the sense. Women are helpless - often widows - who 
need help and advice in their estate planning. The material 
is poorly prepared and seems patronizing for either sex, 
but especially for women. 
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OFFICIAL BALLOT 
All acth"e members of the Alumr.i Association an• t·n-
titled to •·ote. Ballots must be pos1 marked no lakr than 
April 16. 1976. Two namf' mu~t tie c~e~t1f or the bal-
lot is not •·alid. 
candidates /llr A tw11 .1i Trus1ees -r 
Oo-1 The Va11derllitr Board flt~'tl!J _ 
D JAMES LEWIS BbREN, JR. , ~t:.s~ 
. Memphis. T enntssec 
D 
D 
D 
D 
c 
J JERE SHt.:NK CAJ.rE. JR .• E'36 
Short Hills, Ne Jersey 
Houston , T exaJ , . . 
JOE HARDEMA~ FOY, A"+8. l'5j { 
Howu.1. Et.:GE~E McB1<AY~1:. E' 4 f , 
Fai.rfidtf. Conrlectirnt f 
H.\RRh DEW4i RIL EY. JR .. A'4l ~8 
Okl;1homa Cit{ Okl aho ·na · ~ · ··~ 
Kt ''i~TH LE s R OHER I s, A'55, L'59 
\ ;1~ h\'Jlle, Ten e~~ee ;{: p 
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~,,; , '~"~ ,_:::_ _ ,.-:;fH-1 
v andcrhi/1 Roarr/ "~ +7:'. f. l i I f. 
, . I Ii \/ 
i:s Lrw1s B M . Of<f·N )1 . ern his T , · ' 1 .. !\·so 1 · • ' 
, cnnc.' ·'L'C · · . 5.y1 ll UNK C .. 
Short Hills I\ VE, J Ii., E'J6 
·' New J cr!il'y 
0 Joi, I ll\1< Di;Ml\N F 
Hotiston ·r· OY, A '48 f '"(J ' cxa~ , -J ~' 
J Hovvi: 11 F 
Fairfield . (~UC EN1.; McB111\YE11 F''i 
' onnccticut. . ' .. 4 
HI\.--- -
)k/ ()I ' !\,\' ..\\) 'J.'[('J •'.. 
\ .\,, ""';,,. , l\L B" 
lith·1t I "'•·111f11·r., L'l.LL()T 
\ • " 1 111,. I of Iii 
OFFICIAL BALLOT 
1•r1f f(, I . t:illot., e 11.1,,,,,11. A 
lot h . IJ7<i. -,·w ""'"1 he ' '' ·~"Oc·i·1 . 
''Ill •afid o 11:11,,, • ., Po.,tmarked • 11011 are en 
I · "'""1 I 110 I · 
, "? ie t'liec-kert ater than 
.I active members of the Alumni As.~ociation are en-
tied to vote. Ballots mu~1 be postmarked no later than 
.pril Iii, 1976. Two names must be c-hecked or the bal-
ot is not valid. 
C A fY i) . T or tl1e ha1. 
1 I _()19 TE' .5 :> 
( '"'rlidu1('1·· r 
JO/' 'f/ 
· ''""'; r I/it· l ' --()Oo rusices 
r111rfe1·/ I --[l I/ I B - J.~ ,  11:, I . oar rt of 7'r . 
AA -1: \\ '/ '\ H U.I/ 
•Y/('fllfJh' . (Jf<1 N J ''· r . . t<. !\, r J J . cnnl'ssee . 50, L ·53 I!?/ \ • 
. . • ,,, .\i>-; ( . 
.... ,,,,,., 11 · i\\ 'J· lt 
If!\ N . .. <., F•-,6 
• l'\.\' J , " ) 
I l ' t\cy 
• f )/ // . ·II< I!/ 
I lou.q 011 \/ \N /.(!\ . . 
· / l'\ . · I\ -l8 I .,. 
. "' • - .1(1 
/ / 1 I\\ I 
I I I / '1 ·r;1 ,, 
./111,, .• .,_ (. ,,, {fr 
·' ( l·,\ .. ~ri .. ·u( '\\11<, J:· .;;;..J. 
. : .,· \ ' . ) 
\\ 
D 
D 
D 
D 
Candidates for Alumni Trustees 
-oOo--
The V anderhil t Board of Trust 
JAMES LEWIS BOREN, JR. , A'50, L'53 
Memphis, Tennessee 
J E RE SHUNK CAVE, JR., E'36 
Short Hills, New Jersey 
JOE HARDEMAN FOY, A'48, L'50 
Houston, Texas 
HOWELL F U<iENE M C BRAYER , E'54 
Fairfield. Conncct1rnt 
1X 11 -H'i~ /)1 '>111; I' ll •, I t< I· -1~ 1.1 "~ 
( ll '. J ~if • Jf~ I ( I I (}.I ~ f f , 1 ,,, , , 
~ J, 1 '\\ 1•.lli ! I• ~I 
\ I'·' ' 11h. . I · lf11,. ......... ~I 
\ ; . 
·------- ----...-----
(" 
'·' /'i I I \ .\'. ..... - - _/ 
1-'ni: .. 
l't(',) lll)rf 
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SPECIAL AW ARDS 
National Living Endowment Chairman: Did the women serving 
singly express a wish 
to be called by their 
husbands' names rather 
than their own, or did 
the Alumni Office make 
this decision for them? 
Charles S. Lipscomb .... . ... . . .. ...... ... .. .... ... Summit, New Jersey 
National Living Endowment Vice-Chairman: 
William S. Cochran ........ . .. . . ..... ............ Nashville, Tenness 
National Parents Chair~ 
Mr. &§Herbert 0. Stockham .......... .... .... Birmingham, Alabam 
Nashville Living Endowment Chairman: 
Jim Reed, III .......... . ......... .. ...... . 
Nashville Business Campaign Chairman: 1' -'horn as Ol.Jrs,,. 
Robert H. Street . ............. . ......... . John D Alderso .1.'A.zvn~ f '· Elia~ ~1'f;idg~ : · · · · . . . . . G Service1ndsa : .oond · · · · . . · · · · . . ~ AW 
Faculty-Staff Chairman: Ray BY BBu1fder · · · . . . · · · · . . . . · · · · . . . . Ji.RDS 
Raymond P. Poggenburg . . . . . . . . . . . . . . . . . 1Dr. & /.it ~n . · · · · · ... '. · · · · · .. .. · · · · · · ... · · · · · . . . . 
ack c '8• Wad · · · · .. · · · · . . · · · · ·. · · · · · ·. · ·: · · .c J 
WiJ · arter c Butch · · · · . . · · · · . . · · · · . . . · · Winsto 0 urnb 
Class Agent-Highest Percent of Participation: Mr. ham W. ci · · " ..... er, 1r. . .'.·.' · ...... · .' · · ...... '. · · · ... ... n-SaJ~rn, 
1928) D & lvt rs"'f;) ~ asta1n · · . . · · . . · · . . . · · . . · Ann1st Charles W. Cook ( .... · · · · · · · · · · · · r. Ly · .n..obert ,.., · · . . . · · · · . . . · · · · . . . · · · · . . · · · · .. O 1 
lobn /in F'. C . .oarto . . . . . . . . . . . . . . . . . . . . . . . . W rand 
lvtr. & M-_ne Ditt~rt1s .. .. ~Cousins,' iv· ..... .' ........... · .' ...... Ate1Zstpor 
'*trs ]( '~ha I · · · · . · · · · . . · · · . . · · · . . . · · · . . . }{, 0 urne 
Class Agent-Highest Dollar Total: 
Dr. Kirby E. Jackson (Quinqs) ......... . ~rs. C enneth Wr es W fy' . . . . . . . . . . . . . . . . . . . . . . . . . . OlJston 
lobn. iJ1nd~ Garb F'ish~r .1Xon . . : : : : ..... .' .' .' .' . .... .' .' .· .' .. . . . · .· .· .· ]}mp;, 
For First Year at 100% Participation: kevin a' G1Jf, Ir. er · · .... · · · · · . . . .. · · · · .. .. . : · · · ... .. · ·Blount Co a/Jas, 
Edw rady · · . · · . . · · . · . . · · . J. Unty Ellis T. Baggs .................. · · . · · · R. ard G h · · · . . · · · · · . . · · · · · . · · • · • • • • • · • • . W, · · ackson ' 
. ?ss Hi k. narnes . . . . . . . . . . . . . . . . . . . . . . . . . . . . ashin t ' George Scott Bnggs ......... . ....... · WI/t c s s, Jr. · ·... · ·. . .. · ·.... · · .. . p . g on D ~ 1am F' Ji · . . . · . . . · · . . . · · . . · . . . rinceto ' . 
Harry W. Camp .. k.. .. .. .. . .. . .. .. .. . W r/s. Charics ';_ghes,' j; . . .... ·. '. ....... '. .... " . "'. '. .... " . .' .' .' .. ~OllisviZ~ ~ J 
Dr. Robert D. Die ens .. ........... · · .,.., a ter w ~. ~ · . . · · . . · ·... · · ·.. · · .l\.nox .1 ' .(\. ~dw · kin ey · · · · . · · · · . · · · . · · · · v1 le 1 George P. Ford ..... ... .... ...... . · M ard La g . . . · · · · . . . · · · .... · · · · . . . . · · · · . . . · · ·:At/ant ' 
Rev. James s. Gupton . . . . . . . . . . . . . . La~ & 1vtr"J?t:e11 ........ . ........... . . . ... . ...... : . . ...... ". cilflcinnatf' I 
vMrs. Willis M. Hendricks . . . . . . . . . . . ~rs ';nee M. ";.;, Lee . .' . · · · .... .. · · · .. . .. .' · · · · ... .' . · · · .. .. : ,:;rksviJ/e' 
v'Mrs John Hunt . . . . . . . . . . . . . . . . . . Dr. Ev~ O. lvto0 ,:gdovitz · · · · · · · . .' · · · · · · . . . · · · · · · · .. · · · · · · · Gr~en!rnPhi . Dr h .reu !v[, . . . . . . . . . . . . . . . . . . . . . . . S Ood 
John C. Nowell ...... . . ....... · . . ~, · QO/ce S Osley · · · · . . . . · · · · .... · · · · · . . . . · · · · . . . . · · · t. L01 
R h S W II · wirs. J. h · Nash · · · . · · · . . · · · . · · · . · · · . Co/ us . e s .. ... . . . ...... · · · . · R · h o n p . , Jr. · · . . . . . · . . . . · · . . . . · · . . . . llrr 
h. ic ard n .nnce · · . . . · · . . · · · . . . · · · . . . · · · F'ra Dewey C. W 1tenton . . . . . . . . . . . . . Gord "-arid .. . .. ., .. . . . .. . .. r 
on s on · ·.. ·. . · ·. · · . · ·. r 
DLeonard R Rather 'j · · · . . · · · · · · . .. · · · · · · .. .' · · · · · · .. · · · · · · · Te;: 
For Second Year at 100% Participafi r. & lvt ~0herts ' '· ... · · · · · · . . . · · · · · . . . · · · · · ... .' · · · · .. ffv' 
,/ Dr & rs"1_a · · · · · · · · · · · · · H · · · Ch Mrs. Charles Cozean, Jr. . . . . . . . . D · Mrs~ awrcnce ·s· · · · . . · · · · · · . · · · · · · . · · · o/fyw~ ·d : 
........ r. & lvt r lflJrt F' tone . . . . . . . . . . . . . . . . . . . . . . . 0 _, 
Mr. & Mrs. John J. Ros~ . . . . . . . Mr. & A/SV10 e Th. Tay/or . · · ...... .' · · ...... · · · .. .... · · · . . O 
Mr. & Mrr.' Ralph E. Wilson . . . . ~rs. w_ ~Vf:dwarJ1_el ... .' · · · .. . . .. · · · ..... .' · · .... . . · · · . 1 
, ~orge h • Warne · Turne · · · · . . . . · · · · .. _..,,.;.·lii . _....::~-"):1--..-.... l/f\tfr n Wh· r r . . . 
For Third Year at 100% Particip 5· David R :.t~ . . · · · · · ... .' · · · · . . .. · · · · . . .' · · · · · .. 
. R r . rviserna. n . ... .. . .. · ." . . " . . : . . . " kft . '-arr . . . . . . . . . . . . . . . . .. 
Mr. & Mn.? Tra\·is Gary Fitts . · · · .... .' .' · 
Howard W Fl\l:E: ... 
floodfoe ff.' She/ton . YEAR 
. . . 
. .. 
arn,ue/ M ~ard . · · · . . ... 
David G · Weise · · · . . . . · · · 
Mr. & M. Curphcy · · · . . .... · · · · . 
Dr r- rsn:, . . . . .. . ·r . '-ha.rte. A: rnc.~ C A" .. .. . . orn W s w1cC'Jfl . rnc1t .. . 
Dr. 1'c,i A"Jaldron,'? · . .. ... · · · · . 
Dr A.. ' "'· Ge r. . . .. /) . "'':Jr/in C orgc . . . . . . . . . . 
Wofl.1/c/ S k: .. Pepe . . . . . . . . . . 
i1ff1t('c..• 1 · . Cf/y . r · . . . . . . · · . . . Dr. ,,,1•11 . -ch1nan " .. ., " .. ., J rv l<J • . • • • • 
llc/gc W· ~1 J. Ca tr' .. . . · · · .. .. · · · . . .. · 
'V1Vrrs. fie 1ffia111 A Dso~ .. . .. . . . 1'76 .. . . 
ctor Dct' cr1ng10 .. ... J . • • •• •• 
Ucca n, Jr. 1 , •• • • . . . . 
.. . 
.. . 
. .. 
... 
Titles 
should be 
used consistently 
or preferably not at 
all. If used, title 
options should include: 
Dr., Mies, Mr., Mra., and Ms. 
1975-76 National Living Endowment Canipaign 
Chairmaa 
William S. Cochran 
The Northwe5tern Mutual 
Life Ins•1rance Company 
Hamilton llank Building 
Nashville, Tennes~ee 37219 
Dear ----
Vanderbilt University 
Vice Chairman 
William H. Goodson, M.D. 
Huntsville-Madison County 
·Mental Health Center 
660 Gallatin Street, S. W. 
Huntsville, Alabama 35801 
This year I am proud to accept the responsibility of se!·ving as Chairman 
for the 197 5-7 6 Nati~>nal Alumni Living Endowment Campaign. I am excited 
about this job because I believe that Vanderbilt alumni share a genuine con-
cern for the future well-being of the University. In order to reach our fellow 
alumni, I need the help of others who share my concern. Therefore, knowing 
your interest and past su o of Vanderbilt, I would like to ask you to join 
over 300 volunteer area chairme " by conducting a lo~al solicitation program . 
. This would involve you or -y ·-- r worker(s)~ing the _alumni i~ the 
------area. Only with the_help of~~ike yourself can we 
conduct an effective campaign. · hxa .£.. sA-./~ 
I am pleased to announce that Bill Goodson of Huntsville I - Alabama has agreed 
to serve as Vice-Chairman for the Campaign. Bill, who received both his under-
graduate and medical degrees from Vanderbilt, brin s added strength to this 
year's effort. Your acceptance of the area chairman's "ob will add even more 
strength to our team. Therefore, I hope you wi ... give serious consideration to 
this request and reply by returning the enclosed card as soon as possible. 
I hope I will be working with you and seeing you at our Campaign kickoff 
conference to be held in February, at which time your job, should you accept, 
will officially begin . 
Sincerely, 
William S. Cochran 
'177 
448 Kirkland Hall o Nashville, Tennessee 37240 • TcleI>hone 615 .. 322-2929 
tlarksvilte Living Endowment Campaign 
L ..LJl~/L. ~-to ~a.L a.JtJ wJJ «.-<J ~. 
March 1, 1976 
Dear FellowEmn0 
Several weeks ago, I wrote 
dowment Campaign. The response 
~n most gratifying but we 
~in the Clarksville area. 
you on behalf of thi~r's Living En-
to that letter from alumni in our area 
still need the help Vanderbilt 
I am writing again to inform you that our local campaign is now ceder way, and you will soon be contacted by one of many fellow who have volunteered their valuable time for this important effort. 
past, we have had an outstanding record of percentage participation 
in the Living Endowment Campaign, both nationally and in Clarksville. We 
are proud o~~ · and want this to continue. This year, we hope more 
Vanderbilt alumni ill make their Living Endowment gift a more substantial 
one. Many o ave fallen into a pattern of giving a specific amount 
each year and have not taken into account our rising incomes and the 
effect of inflation on the needs of Vanderbilt. We who have benefited 
from a Vanderbilt education need to insure the continued strength of the 
school. 
Won't you please make your most generous contribution to Vanderbilt 
and help us attain both a high percentage of participation and a new 
level of giving in the Clarksville area? Won't you also consider in-
creas.ing your gift? Please use the enclosed envelope to send in your 
check today. You can help Vanderbilt with your contribution, make the 
national and local campaign a success with a high percentage of giving 
and a record total, help the campaign workers by reducing their number 
of contacts, and help yourself by not being solicited further this year 
for the 1975-1976 Living Endowment Campaign. 
Enclosure 
416 East Coy Circle 
Clarksville, Tennessee 37040 
647-4317 
Sincerely, 
Ross H. Hicks 
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OUR COMPUTER TRIES HARD .. · . · .• 
A Computer System, like any other system, has its advantages and disadvant-
ages. The biggest advantage is that it allows large volumes of data to be processed 
quickly, efficiently, and economically. The main disadvantage is that exceptions 
from standard procedures are often difficult, if not impossible, to accommodate. 
We have endeavored whenever possible to incorporate requests made by alumni 
but have sometimes been unable to deal with these exactly as they wish. 
There are over 3,500 couples both members of whom attended Vanderbilt. 
Although we have had very few complaints from these people, we know that some 
are displeased with the recordkeeping system used in the Office of Alumni and 
Development. Jn the past each couple has been considered basically to be a unit. 
Together they received only one copy of any general mailing, although they re-
ceived separate copies of appropriate reunion or school mailings, and they usually 
gave one gift to be counted for them both. This practice still seems to satisfy most 
situations but does not have to be followed for all couples. For those people who 
indicate to us that they wish to be considered individually instead of as a couple, 
we have set up a procedure whereby they will get individual copies of all mailings. 
Jn such a case the spouse who actually makes the gift would receive the individual 
credit. We cannot consider two persons as a couple for some things and as two 
individuals for others. 
During the coming year we will be designing a new system for a larger, more 
sophisticated computer than the one we now use. It should be capable of handling 
some situations (such as a couple's receiving one piece of general mail but getting 
individual credit for gifts) that are currently impossible. We may not be aware of 
all problems in our present system and would appreciate comments from alumni 
before the new one is put into final form. We will continue to try to make our 
system as flexible as possible within our physical and financial limitations. 
12 
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lJ NIT l< D NAT l 0 NS NATIONS UNIES 
. . . . . . . . 
?rc::.iJcnt 
V<,n~:c:::-bilt Alun:ni_ i.ssod_c.tion 
Vandc-r-V:lt l:1iver~:ity 
31,9 :~irl:l:-i.ncl ii~1ll 
l~~~Jhv~illc~, ·~1cnnc~sce 372/i.O 
109 H.ive:rsiclc !..lt'ivc 
l~e\T York, !Jc1: York 1002h 
12th Fchruaiy 1')76 
To the President and whomever el!3C it may concern: 
Althou:)1 I J'(!cr;:i.vc~d rro;n 1/::lrn~crbilt t;.;o; .'.l.stcr's c:e;,re·::s(i:i 1972 and 1973) 
under viy o•-m n:,;-:c of Ll i;,;__;i;?th Overton Colton , it took .:tc !--;evc:t<'-1 yec.:!'.'s ;:.nrl 
m<:cny lcLLcr~; fro::i •:ic tri co:wincc ~rou Lh~ct thu.t is indeed my n<C!ne. :'or :Ln spite 
of gr<~ntjn;~ r:ic c'.c,;r,~es jn my n<!.f.':e: , Vo.ndcrbilt :-:1:;.dc c;re:-i.t efforts to rc~earch 
rr.y pen-:on~l life .:.nd to lc<~~·n that I -,.;<i.s r:~arric:d to c:nother 'for.icrbilt f_;Luci:::nt, 
Gcor.::_;e V2n Ve] :;or ,,'olf, Jr. C0:-i~;j_c~crin;7, the l<~t te1· inforne.tion r..ore ir:1:)ort.::.nt 
thc'.J.11 tlte n:~:·,~e L~i ;::1ich ;:1y dc,~rc:<~s }i;:,d ·nee:! ;~ivcn, V.:,ncerbilt the:-i :1ersi'.-;t2d 
tuitil f; :. :i_rly r·r;(;r}ntl:1r in <:::-i(;2'C:'JShl(·; ne as(::.:-s.) (; .'12.n 'ielsor ',,'olf,Jr., ;-:hich 
i~; 1:1y hustJ:J!~d 1 s ne.:~.e .:-,nd ;: :Jr r.:i:ic. ivrm 1:!:cn '.Jcin·icrbilt fim0.lly bc;;2n 
ac~d1·c::; s~_n : ; r.;;;,j_l to l!i<: as Colton, I ne·rsr rccci vcd ;1l}_ the notices aid 1.,:; :~£.7.ine s ­
that ny husb.::; nd roccj v~d i'ro::i. "lar.icrbilt Unive1·~;ity(excludin2 those fro.:-n the 
J..<l·..r .School of -,;i1ich he is a :.;raduntc ). 
!Iovr I have: discovcrul, ~g:::in r.:uch to rny grc<lt cli~plec:.surc , th::;. t 2.ltl10u,;h 
V<-inclerbilt fin;;_J_ly c r_,ncr<.ie:c~ to r.:::.ke an ucdre::.0 l<ibcl \,:ith the na r:ic Colto1; on it, 
r.ty V.::.n:ic:·b:Llt file:; r..'J~; L hu.vc rc:-:-.cc:Lr.ed unc.:.cr r:-.y hu:;b:.nd 1 s !1Ci.!;ie. 'ihe reascn 
for uy st:qwc·.,:in; ~ :-hL is '~r:<.t !OUJdcnJ:; last fall V<.1.110.crbilt ci~<~•1 ·;cd r.i_:r c.G.c:ress 
to >J:.rylt: iid . I i1 ·::.':l~ r:ot c:!.:..n.-:;i:d a·:~drc~ses . I c.:n still ~(~siC.in[: ~t 109 :;.ivurs:.d.e 
Drive , '.>!'.: !.] ;";~, !.e;·,: Yorl:. J,;o;..:1;.. ill i.i:. :us: lf;75 r:i:; husu<.nci •:ro"'.:.c ~/i,r:c'c<:.! :C'b::_lt 
1·e,! 1 tr~ ~jtjn~ 0ft:.· ;, l~.~-;~ z .. c : circs~1 b!~ c~:~:.n:~·;cl :~or:~ i~c~·; 1ork to I-::.r:;,rlo..nd. I c:ic: not 
r:1;J~e a si:-.1i.J ;_,r ;1: · :118~~t . ·{ct cv0r :~ _incc his adriress \.'2.s c:,z,n ;eci , r:i.y ;:;.ddress 
l<~bcl \foS l:ikc•:i:>e c h2-~L ~ cd by ·hnderbilt to match his new n.ddress, ·.:hich is 
pot uy nddr-c;,::;. 
I wouJd very r.:uch a~J;wcciate "JanC.erbilt. 1 s bwjinnin(~ now to trcC'..t i71.e z~s 
<t:-i inc! r_~;-: 1Jndr!nL ::.lur:mzt, ,ju:~ t 2.::; I hi:ic;)c:-tdcnt,ly earned r.iy dc ·;rccs :·rc 1:1 ·:::ncie:rb:.lt 
Univrr:dty. /["__; ::; V~crious conver~;at1on~; ·::ith oLher fc;.i<::.Jc .:~:',-:!Gll.'.l'.:.~s or 
Vandcrbj lt , I h ~V·~ lc~ t'.rr1e;d i~h~ct I <tl:l not ~t nll <elone in ~:ty concern over 
V.::cnde:rbiJ_t_, 1 :; cr ·tt :-.•,c.rit (:~~:::cJr.'.>t:::-~-tion o: its :i}_src! ~llrd for its fcn;i.lc ·~r-:Jicnte: , 
c sp cc L~ l1y !.ho:"·: · .. l n :ire ::1<lr r:i cd. l3nt il ~ uc h bL: tc.nt s c;d s;:i. c ~!:c:; cs , I h ;~ vc 
no inLr' d,jrir o" ··iv'n· ;1 'j t1>}0 r·j["L t.o Vu.:1dcrbilL.(:~vcn ·,.1hcn I sent a ~!:u.ll 
gj ft 1:-~ ~: 1~ -~,<: < .r ~ i -r;! c· '. j ~r~~i nc; - th~~ks. ) 
Your:.; sincerely, 
·-- ., /') . -"1 ~ jS1) //-· -----,. \. / ' - --.-· / _/ / ( --~~:f <':1-L <-•- ,__.. -- . ( _ •-C:"--"7 r""--~ 
EJ j_z<~eth Ovcrl-,<Jll Goit,0 n 
• 
.I 
P.~). JL ~.·ou]d :J_'.:o be tl:o1_1 1 l1tful of V;•nkrb-ilL t o nol.j_f.'f it:; ;, 1_u:'1n:i !\: ; ~ _:oc:i_:,t_i_on 
() r 1:1 ·'•/ 'fo1·k Ll1'l L J ;1:7~ ;l )"(: . • irJ cnt of l!c'./ Yorl: City. Friend :; })'; !"(_• l\.'lV<: Loh\ J:IC o!' 
t.ll 1::i_r r·cc<:)_vin ·: ·in·1it~d. i : i11 : . f1·c1u :il-L:.; cli:tp!,cr t,() v.iri<Jtt~1 funci, j , , n~; <liir.in; Lh c yp:::·. 
c.c. (_;f1 .1 11cr:li 1 ir· :.lr: _, ·!r1 :1 1 r !~1·:lrd 180 
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1975-1976 
PLU~GES-Complck the pleJge card anJ have thc donor sign it. ;\ rcminder 
will hc scnt to thc Jonor during thc currcnt campaign; wc mu~t have thc payment 
on or hdore Junc 30, I <J76 for the pleJge to he counted as a gift for the 1975-7(1 campaign. 
If a arent states th ;1~has aln.:ady made a contribution, make sure that the 
gift was mate Juringli~ur's campaign; that is, hetwel'IJ .July .of J<)7) and June 
of I <J7r1. If so, thank JJJ and explain that very recent co11tnh11t1011s may not have 
been recorded in the I e clopment Office. · 
----------- (F11n~ 
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OFFICE OF ACCOUNTING USE ONLY. 
0000-1321 ---
Name Date 
VANDERBILT UNIVERSITY 
AUTHORIZATION FOR OFFICIAL TRAVEL 
(THIS FORM TO BE PREPARED IN DUPLICATE) 
·ted for 
to at. 
at _____ _ 
from_~-------
OATE OF DEPA, 
Purpose ____________ _ 
1-2120.9/?S 
NAME OF TRAVELER 
NAME OF ORGANIZATION 
'QRESS 
(SEE OVER) 
1.83 
Amount Advanced 
PtRFORMANCE EVALUATION FOR NON·SUfµtVlSQR~ LMPLOY££S AT VANDERBILT 
in the Please rate-----.---------------
Have the employee's immediate supervisor do the 
authority reviews the evaluation and also 
tion Form recommending a change in pay or 
Keep a carbon copy for your records. The 
the last responsible administrator before 
budget review. Check only one of the 
ments below to clarif or add t 
QUANTITY OF WORK 
___ Slow-output ~ 
Some t 1 me.s- ,,,_-
QUALV Y ·:;::> 
~ 
l 
signs 
tit le 
position of 
evaluation. The 
it. Attach 
in addition 
1 
2·1·70/5M 
in line of 
l>ayroll Ac· 
request. 
'artment by 
~h for 
'd com-
re 
d 
':ime 
ded 
_.,.e 
_ .. early 
_ .. ,onally late 
__ l 
liave 
the ~ 
.•• ge-borderline 
-•1lent 
-y1oyee's performance or responsibilities since 
--•• explain: 
ls this _ ... ployee better suited for some other type of work'l ___ If so, please explain: 
Would you reco-Gor a higher level position at Vanderbllt?_Why or why not? 
Further comments (including probleaa, or jobs well done): 
Date ______ ~ _____ Signature of 11111118diate Supervisor __________________ ~-----------~--
Date ______ ~ _____ Slgnature of Next Level Superviaor ________________________________ _ 
TO Bt COMPLET~D SY TH& ;MPLOYE£: 
Do you understand and agree with your aupervlaor's rating of your job performance? ______ _ 
If you do not. please explain: 
What c011menta or auggeatlona would you make? 
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I 
WHY IS THIS MAN- SMILING? 
The general tone of this advertisement recruits male 
students and neglects female students. 
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.January 1976 
HELP WANTED, We need one or tw.Oo wor~ at our Christmas wrap des~­
ping Christmas Packages beginning just 
ofter Thon~sg iving . We can use either 
"' full or port time help and the hours we 
ore open o ro from 10 A.M. lo 5 ,30 P.M. 
That's at Rich Schwartz at 24th Avenue on 
West End and please see Mr. Schwartz or 
Mr . Hcover . 
tatUS of Women 
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Females 
By MERRI RUDD 
"We are surpri~cd that people perceive us as a radical group - we are not." These are the · 
words of Mary L~sser , appointed to a one year term as coordinator of the Chancellor's 
Commission on the Status of Women at Variderbilt . 
IV\Ult:: ::>t::l-r~rary r1nas J 
d . b I I Hus1/er-an en1oya e 1,_b,3,l'i1t-I • unique 
Ry MERRI RUDD Martial, and then will seek a 
Besides being a sixth year faculty position at some college. 
graduate student in the classics Gaffney feels this job will have 
deoartment Edward Gaffney is helped him in this pursuit because 
also a part-time secretary in it has given him a chance to see the 
Furman. "Last Uecember, 1974, a administrative side or his 
secretary became ill and took a · department and to learn what goes 
sick lea\'\!," Gaffney said. "The o 
Department of Classicial Studies "My job is not just typing," he 
asked Personnel for a replacement stressed. "I review the budget and 
and meanwhile graduate students perhaps do some things that other 
took turns answering the secretaries in ot tm 
telep•lOne. Finally, Dr. Stow do not t to do he fac ty s 
<Lk '•ow, professor or classical a e as par he staff and asks 
sti· 4<I '<f me if I could type. I my advice on certain matters." He 
~ 'It the job." feels his job is made more in-
#\# ~ing a male teresting because members of the 
V ~ ~ · 'ffney ad- classics faculty are involved in ~ ~ •o awk- several committees and projects 
v. ~~ ·•ely for which he gets to type reports. 
rliHe. ·., "Working at Vanderbilt," says 
pressurt S ~ r.arrney. "is probably unlike being 
awareness j() #..... 'he outside clerical world. I 
different. Peop1-. ~ ~ V" ~ · 'lOt want a job outside of the 
«ecretary and we. V ~ 1 atmosphere of the 
when I said I was he. l'JL ~~""his is a part-time job, 
The Department of l-. 'T"/ 'W . free ti.me.". Gat.1-
Studies is a small one. and Ga1 .. I') r"; ._.e financial aid 
C'Onsiders this job to be a "unique, ~ ~ 
enjoyable experience." " EveryonP 0 ,_.. ,~~ 
knows everyone,•· he said, "and "'"I ""'~ 
one of the big roblems is that I V ~ ~ 
sound like . Nabers <Ned '-"" -1- ~ · 
Nabers . as !' professor of 'IJ ~ ~ 
dassical stu ·e l on the phone. 'Q 
Also. whe s. Wiltshire <Susan '/'j 
Wilshire. a 1ate professor of lj 
classical studies ) answers th!' '.ti, 
phone. the caller thinks she is the 
secretary." 
Gaffney considers his job as a 
possiblP asset t" his future cari!er. 
lie is presently typing his final 
dissertation on the Roman poet 
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THE COMMISSION RECOMMENDS: 
1. That the Office of the Chancellor establ ish and publish a statement of 
policy regarding sexist language which includes editorial guidelines. 
(A model developed by McGraw-Hill is included in the Appendix.) 
2. That immediate steps be taken to review and revise Vanderbilt's Code 
of By-Laws and other constitutional documents requiring Board of Trust 
approval to ensure that they are free from bias against women. 
3. That policies of the Alumni Office IUld the Devel opment Office be 
carefully reviewed, particularly with regard to recording of gifts, 
use of titles, and orientation of campaign liter a ture. 
4. That seminars be conducted for all individuals i nvolved in writing and 
editing publications at Vanderbilt, including administrators , editors, 
and managers of student publications, to increase sensitivity to the 
use of sexist language. 
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UNIVERSITY SERVICES 
The University services included in this section of the report have 
been considered as those services that are available to, or responsible 
for, serving the whole University connnunity, staff, students, and faculty. 
These are Campus Security and Safety, Athletics, and Day Care. 
It should ·be noted that the services offered by the Interuniversity 
Psychological and Counseling Center are available to any member of the 
University communities of Vanderbilt, Scarritt and Peabody, including 
spouses and children. However, since the Connnission survey particularly 
concerned services provided to students, data collected about the Center 
have been reported under Student Services. 
Except for employees in the Medical Center, women staff were generally 
not familiar with the Occupational Health Service: its function, the 
services provided, nor under what circumstances employees could and should 
utilize this service. It would be extremely helpful if more information 
were made available to employees; one suggestion was that a representative 
from Occupational Health attend employee orientation sessions. 
Day Care is not yet available at Vanderbilt. It is included in this 
section because the Connnission on the Status of Women believes Day Care to 
be an urgently needed service. As one of its midyear recommendations the 
Connnission urged the administration to establish a facility that would 
be designed initially to meet the needs of the Vanderbilt community. Since 
the beginning of the school year the Commission's University Services 
subconnnittee has been actively engaged in making a child care center a 
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reality. Overwhelming demand was documented, and since that time the 
administration has been fully cooperative in preparing budget proposals 
and in investigation of site preparation. A University connnittee has 
now been appointed by the Chancellor for the implementation of a child 
care center at Vanderbilt. We hope that such a center will become a 
reality within the next half-year. 
CAMPUS SECURITY AND SAFETY 
The Corranission on the Status of Women recognizes safety and security 
as a concern for the whole campus community, men and women alike. All 
faculty, staff, and students must become more aware of both the problems 
of security on the campus and the need for taking steps to decrease the 
chance of incidents occurring. As a Connnission we were concerned about 
two main facets of campus security: the existing procedures for ensuring 
the security of women at Vanderbilt, and the status of the employment of 
women on the Campus Security force. Security personnel (Colonel Tweed 
and Chief Blankenship) were interviewed on three occasions for the 
purpose of assessing these two areas. 
There are 24 uniformed officers and some 50 students on the staff 
of Campus Security. Twelve percent of the officers and approximately 
20% of the student force are women. We were assured that the duties of 
the women officers and students were not restricted by any written rules 
and that the patrol car and motorcycles are available patrols for all. 
There are, however, unwritten policies that distinguish between the male 
and female force. For example, it is "understood" that women students 
do not work after midnight and that women officers are not assigned the 
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job of securing buildings at night or opening them in the morning. 
The security force is assigned to meet the needs of women during the 
evening hours by the maintainance of an escort service. We were pleased 
to hear that women (and men) do make use of this service. The escort ser-
vice handles approximately 100 calls between the hours of 10:30 P.M. and 
12 midnight. Since the force has only one minibus at its disposal, there 
is often a long waiting period. Each person working on the escort service 
is required to have identification issued by Campus Security. However, 
there is no check made on this by the office at the time escorts report 
for duty. 
It appears that while in theory Campus Security is concerned about 
the safety of all women on campus, in practice they make some distinctions. 
One employee, a former student, told us that one night this past spring 
she called Campus Security to see if they might take her home to an apart-
ment complex just outside campus limits. Security asked if she were a 
student. When she said "yes," they agreed to send over an escort. One 
week later, finding herself in the same position, she again called Campus 
Security, this time telling them that she was an employee. They then 
refused her request and she was forced to walk home, fortunately without 
incident. 
In 1975, there was one reported rape and three reported attempted 
rapes on campus. The campus safety forces do have a structured procedure 
for dealing with reported cases of assault on women, which the Commission 
considered to be satisfactory, but we were told that there is no special 
training for the staff in this area, although the office does provide its 
employees with re~ding material on the problem of rape. 
I\ 
Two students concerned with campus security and safety began last 
year the compilation of a monthly statistical crime report>which was 
published in the Hustler. Theirs was an important contribution to campus 
awareness of crime, and the Commission believes that Campus Security 
should take the responsib.ility for continuing to issue this monthly report. 
Athletics 
Vanderbilt has three major athletic facilities: Memorial Gym, Wesley 
Hall, and McGugin Center. In the past, for a variety of reasons, women 
students, faculty, and staff have not made extensive use of those facili-
ties. One reason, of course, is that women's sports are generally not 
emphasized. That Vanderbilt has contributed to women's lack of encourage-
ment is evident from the handbook on Intramural and Club Sports. Athletic 
Director Clay Stapleton states in his introduction to the handbook that 
programs are for all students. Early in the contents of the handbook 
we find the "Constitution of the Men's Intramural Board" but never any 
mention of the constitution of a women's intramural board, or even any 
mention of women's intramurals until the last page of the handbook. It 
is stated in the handbook that athletic facilities are open to all stu-
dents, faculty, administrative staff, doctors, and house staff with 
identification (this same message is printed on a sign as one enters the 
office and equipment area of Memorial Gym). Women account for 73.93% 
of all Vanderbilt employees. Only 1.8% of those women, however, are in 
the administrative staff category and not many more are in the doctor and 
house staff categories. Thus the large majority of women staff, according 
to the sign, are effectively excluded from using the facilities. 
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There have been two other obstacles. Wesley Gym, long considered 
the "women's gym," has been in severe disrepair for years. One need only 
walk into Wesley to be discouraged from using it. Until this past Feb-
ruary there was no women's dressing room or shower area in Memorial Gym. 
Now that Title IX legislation has officially brought the question of 
women's athletic facilities to light, women have expressed their interests 
more strongly. There has been a more concerted effort to assess both the 
interests of women and the extent to which Vanderbilt athletic programs 
meet those interests. 
A complete report on the status of athletic programs for women at 
Vanderbilt will be on file on July 21, 1976 as part of Vanderbilt's 
Title IX Evaluation required of every college and university by the Office 
of Civil Rights. Title IX addresses three general areas in regard to 
athletics: physical plant, compensation of staff and availability of 
opportunity. Reconunendations in all three areas have been made in con-
junction with the Title IX report. 
Physical Plant 
In the past Wesley Gym was considered the women's physical education 
facility. In 1970 physical education classes at Vanderbilt were made 
coeducational. As a coeducational facility Wesley is structurally in-
adequate. The women's dressing room and shower area is not closed off 
from public view. In addition the building does not have adequate s.ecu-
rity (there are nwnerous doors, many of which are not locked from the 
outside; people walk in from 21st Avenue, sometimes spending the night 
there), nor is it adequately maintained and cleaned. Women have stated 
• 
1;94 . 
that they do not feel comfortable using Wesley and, in fact, the Commis-
sion on the Status of Women issued a joint statement with the Women 
Students' Athletic Board in the fall of 1975 recommending that women not 
use Wesley unless part of a large group. 
Memorial Gym is in better repair than Wesley and has been made much 
more accessible to women this past year. Notably, the equipment room was 
moved to a central location, equally accessible to women and men; space 
was provided for a women's dressing room and shower area; lockers were 
installed; and the dance floor has been re-located from the downstairs 
level to the auxiliary gym where there is a suitable floor surface. We 
are very pleased that these changes have already taken place. The 
remaining task is to renovate the women's swimming pool dressing and 
shower area. 
McGugin Center poses the biggest problem for women. Although women 
are not prohibited from using the facilities there, the lack of a women's 
bathroom, dressing and shower area seriously restricts women's use of 
McGugin. While we realize that McGugin was not built for use by the 
general campus community, Title IX now requires that it be made available 
to men and women commensurate with expressed interest in the facilities. 
Women have definitely expressed that interest. 
Compensation of Staff 
A thorough review of athletic department staff duties and compensation 
is being requested for the Title IX report. It is our observation, how-
ever, that the fact that the one woman on the athletic staff has her office· 
;:i;n • .Wesley Hall--t:he least desirable of the facili ties--is an indication of 
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an inequity. In this location she is isolated from other facilities and 
from the informal decision-making processes ~f the Athletic Department. 
She has no support staff available at Wesley, whereas both secretarial 
and maintenance staff are available at the other two facilities. Further-
more, she performs a variety of functions which for men students are per-
formed by two or more athletic staff persons. This indicates both a pos-
sible salary inequity and understaffing for women's athletics. 
Availability of Opportunity 
Strictly speaking, almost all athletic facilities at Vanderbilt are 
available to women as well as men. The exception is the sauna located in 
McGugin Center. Because the sauna is behind the men's dressing and shower 
area it is inaccessible to women during the regular hours McGugin is 
open. It has been stated that women may use the sauna, on special re-
quest one day in advance, for evening hours. In practice we found this 
not to be the case. On ntnnerous occasions women attempted to make a 
reservation and were informed that McGugin could not afford to have some-
one come in those extra hours in the evening. We are aware that men's 
wrestling tournaments are held in the evening in McGugin during one week 
of the year. 
While strictly speaking all other facilities are available to women, 
in practice the athletic interests expressed by women are not being met. 
There are no women's varsity teams, although women have expressed interest 
in playing both basketball and tennis at the varsity level (these sports 
are now played at the club sport level only, which means that the coaches 
cannot be paid). Not only have the teams remained at the club sport 
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level, there is not enough funding for next year to maintain them even 
at that level. The funding problem also exists for field hockey. 
Women have also expressed dissatisfaction with the method of 
scheduling. For example, all women's volleyball and basketball games 
are played in Wesley. All of the men's are played in Memorial. Wesley 
is clearly the second-class facility. 
The Women Students' Athletic Board has written to the athletic 
department and to the administrators of the University (Dr. Purdy and 
Chancellor Heard) requesting that attention be given to the status of 
women's teams, to the inadequate maintenance of Wesley, and to the fact 
that present staffing for women's sports cannot meet the interest 
expressed by women students. 
CHILD CARE 
Well-documented evidence of the need for a child care facility at 
Vanderbilt was available to the Commission on the Status of Women in the 
Child Care Feasibility Study 1972-73, Vanderbilt University prepared for 
the Child Care Committee consisting of Nicholas Hobbs, Chairperson; 
Randolph Batson, George Kaludis and James Surface. On the basis of 
information in the study and the assumption that the majority of the 
members of the Vanderbilt conununity who are directly responsible for 
the care of young children are women, it was decided that a high priority 
should be placed on the exploration of this area. 
Consultation with George Kaludis, then Vice-Chancellor for Operations 
and Fiscal Planning, yielded the information that the future establishment 
•;0f a child care facility is reasonably probable, but that the development 
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of a full-scale facility would require a number of years. It was the 
consensus of the members of the Commission that the University should be 
urged to consider establishing a child care facility sooner than the 
planning of such a facility from the ground up would allow. Information 
contained in the 1972/73 feasibility study and personal knowledge revealed 
that many universities established child care centers some years ago.* 
The need for a center at Vanderbilt is no less urgent than at these other 
schools. With this in mind several members of the Connnission visited 
child care facilities at the University of Tennessee, Nashville, and at 
Parkview Hospital to observe some small-scale facilities in operation. 
Although it was clear that the facility at Vanderbilt would need to be 
much larger, the Parkview center, in particular, was felt to exemplify 
a more modest plant and program than that envisioned in . the 1972/73 
Feasibility Study. 
The midyear recommendations of the Commission contained the recom-
mendation that the University explore alternatives for child care and 
plan for a facility for the fall 1976 semester. The Commission expressed 
its willingness to cooperate with this endeavor in whatever ways possible. 
In order to update the information about existing needs, a brief 
questionnaire was distributed in January 1976, to all employees (staff 
and faculty) and to students in the graduate and professional schools. 
The responding sample reported 561 children within the age group 0 to 6 
years. Of this number, 419 were children of faculty and staff and 142 
were children of graduate students. Survey results are sumnarized in 
*Among the universities that we know of are: Massachusetts Institute of 
Technology, Harvard, Yale, Princeton, Stanford; Universiti of California 
at Riverside, California Institute of Technology, and University of Tennes-
see at Nashville. 
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Table I. 
TABLE I. AGE DISTRIBUTION OF CHILDREN AND TOTAL CHILDREN AMONG 
VANDERBILT UNIVERSITY FACULTY, STAFF, AND GRADUATE AND 
PROFESSIONAL STUDENTS INTERESTED IN CHILD CARE AT VANDERBILT 
Age Group 0-2 2-4 4-6 Total 
Day 143 142 144 429 
Evening 26 37 34 97 
Night 13 8 14 35 
561 
At the urging of Mr. Kaludis, the Commission prepared a second sur-
vey of parents who had expressed positive interest to determine more 
precisely the number of children who might be expected to attend a 
Vanderbilt day care facility in the fall, and the fee parents would be 
willing to pay. A copy is included in the Appendix. The results of the 
second survey are summarized in Table II. 
TABLE II. PROSPECTIVE USERS OF A VANDERBILT CHILD CARE CENTER, MAY 1976 
A. Children Ready for Fall 1976 
45 0-2 years 
109 2-5 years 
44 5+ years 
B. Fee Parents Willing to Pay 
3 $5/week 
9 10 
25 15 
37 20 
31 25 
16 30 
2 3o+ 
:'' 
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TABLE II, PROSPECTIVE USERS OF CHILD CARE CENTER, continued. 
c. Hours 
118 
14 
3 
12 
119 
of Care Needed 
7:00 a.m. - 6.00 p.m., Mon. - Fri. 
2:30 p.m. - 11:30 p.m., Mon. - Fri. 
10:30 p.m. - 7:30 a.m., Mon. - Fri. 
weekends 
other various irregular, partial and occasional times 
The Connnission, at the request of Mr. Kaludis and Donald McDowell, 
also prepared prelimin·ary information on the financial parameters of a 
child care facility. A statement of financial consideration for a pro 
forma model of a child care fee schedule and an estimate of costs was 
forwarded to the Fiscal Planning Office on March 29, 1976. 
On June 3, 1976 the Chancellor met with members of the Commission 
and agreed to form an ad hoc University Connnittee for the implementation 
of the child care center. The members of this committee are: Donald 
McDowell, Chairperson, Thomas Bain, Jean Jameson, Jerry Halek, William 
Towle and Nicholas Hobbs. Sarah Sell agreed to act as a consulting 
member of the committee. 
No information on the progress of the committee has been received 
by the Commission on the Status of Women. 
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THE COMMISSION RECOMMENDS: 
Campus Security and Safety: 
1. That the University conunit funds for the continued professionalization 
of the campus security force. 
2. That the current volunteer status of the escort personnel be changed 
to paid positioris. 
3. That the escort service be expanded by the use of additional vehicles, 
and be improved by the working out of a regular route and schedule, by 
encouragement of group calls, by checking escorts' identification at 
the security office before escorts go out on calls. 
4. That a specific training program be implemented to help prepare all 
officers to implement procedures in dealing with victims of rape, since 
campus security would normally be the first office to come into contact 
with such victims. 
5. That women in general, but particularly non-conunissioned women on the 
force, take self-defense training since they carry no weapons. 
6. That Campus Security continue publication of the monthly crime report 
begun by students. 
Athletics: 
1. That a final decision be made immediately as to the continuance of Wesley 
as an athletic facility at Vanderbilt. If the decision is made to use 
it, the following is strongly recommended: 
a. Construct a partition to make the women's dressing room and shower 
room secure. 
b. Completely renovate the building with the help of a gymnasium 
architectural consultant. 
c. Schedule women's and men's events equally at Wesley. 
d. Move the office of the woman staff member to Memorial or McGugin. 
e. Hire a manager for Wesley or rotate coverage for Wesley among all 
of the athletic staff. 
2. That a dressing room, shower, and bathroom be made available to women 
in McGugin. 
3. That sauna space for women be created in one of the following ways: 
a. by designating men's and women's hours based upon analysis of demand 
b. by making the sauna co-ed and requiring bathing suits 
c. by building a new sauna for women in Memorial or McGugin 
io1 
4. That the job title, duties, and salary of the woman athletic staff 
member be thoroughly reviewed and adjusted to equate with that of male 
staff. 
5. That new athletic personnel be hired as needed to ensure adequate staffing 
for women's athletic interests. 
6. That the title "Women's Physical Education" be dropped (it is now used 
in the Vanderbilt telephone directory) since there is no longer a 
sex-segregated physical education program at Vanderbilt. 
7. That an athletic scheduling committee be set up to ensure equitable 
scheduling for both men and women at the various levels of competition. 
The committee is to consist of: Sam Hirt, George Baines, Emily Harsh, 
Women's Athletic Board president, Men's Intramural Board president, 
Betty King, and the president of the Club Sports Association. 
8. That funds be appropriated iDUnediately to elevate women's basketball 
and tennis to the level of minor sports. 
9. That the Handbook of Intramural and Club Sports be en ti rely revised by 
a coDUnittee to ensure that all references to unequal treatment of men 
and women in the athletic program be removed. 
10. That the sign at the entrance to Memorial, which reads that facilities 
are open to students, faculty, administrative staff, doctors and house 
staff, be changed to include all staff. We suggest the same change in 
the Handbook of Intramural and Club Sports. · 
Child Care: 
1. That a child care center be established with temporary housing until 
such time as a permanent structure is completed. 
I 
2. That the hours of operation be from 6:30a.m. until 11:30p.m., thereby 
satisfying the most substantial need indicated in our questionnaire. 
\ 
3. That consideration be given to child care on a twenty-four hour basis 
as the need is expressed. 
4. That either fees for child care be established on a sliding scale, or 
that a base rate be set with provisions for subsidy in cases of 
demonstrated need. 
5. That a concentrated effort be made to enlist the support of volunteers 
from local student bodies and parents. 
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SUMMARY AND RECOMMENDATIONS 
The Commission on the Status of Women at Vanderbilt, in its final 
report, has submitted documentation which shows that Vanderbilt 
University must demonstrate a serious commitment to women on this 
campus if it is to eliminate injustice to women. We believe that this 
is an urgent task. We also believe that the University comm.unity will 
be much enriched by the contributions which women can potentially 
make. 
In our work this year there were some areas that we were not able 
to examine. This was due to both insufficient data and lack of time. 
Nevertheless they are important and we would hope that all of them 
can be investigated in the future. Among those areas are: 
1. the status of women research assistants and associates; 
2. the status of part-time women employees; 
3. the status of women student employees; 
4. graduate student attrition, women and men compared; 
5. faculty work loads, women and men compared; 
6. financial aid to undergraduate and graduate students, women 
and men compared; 
7. rates of promotion for faculty, women and men compared; 
8. an examination of the Occupational Health Service; 
9. the status of women at the Joint University Library.* 
*The Commission on the Status of Women at Vanderbilt had no jurisdiction 
over the problems for women at the Joint University Library. We became 
aware, however, that there are a number of serious problems for women 
there. As part of Vanderbilt's responsibility as a member of JUL we 
recommend: 
That Vanderbilt take immediate steps to help establish, through 
the NUC, a Commission on the Status of Women at JUL, with a 
paid staff member and an advisory committee to include employees 
at JUL and representatives from the participating univel!'Bities. 
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We urge that the administration disseminate our report and encourage 
campus-wide discussion of its content. We also urge that the University 
begin a rapid implementation of our recommendations, which are 
summarized below. 
PRIORITY RECOMMENDATION: PERMANENT OFFICE FOR WOMEN 
As recommended at midyear, January 1976: 
That the University establish a Women's Office or Women's Center. 
The primary function of such an office would be to serve as the 
clearinghouse within the University administration for the receipt 
and expression of women's concerns. The office would serve: 
1. To provide liaison between employee, student, faculty 
groups or offices that are now charged with or interested 
in improving the status of women on campus. In this manner 
Vanderbilt would be able to work toward a comprehensive 
and coordinated program (in terms of both staff and 
finances) to serve the needs of campus women. For example, 
such an office would co-sponsor conferences of interest 
to women, share films and speakers campus-wide, and sponsor 
projects which bring together several groups or offices at 
a time, 
2. To continue to articulate the needs of women, as those 
needs change, and make recommendations to the appropriate 
University offices. The office would thus serve as a channel 
for women to have input into campus life and University 
policy. 
3. To provide a legitimate voice in making recommendations 
and helping to implement them. This would include the 
recommendations that are made in this report. 
4. To provide a resource and communication center for the 
campus on affirmative action issues and women's concerns 
in general. This would include campus, national and inter-
national issues. One potential channel would be a monthly 
newsletter such as the one published by the University of 
Wisconsin Office for Women. 
5. To aid, in whatever ways possible, the collection and 
interpretation of data by the Opportunity Development 
Office. 
\ 
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6. To help raise the consciousness of the University community 
as a whole--a necessary step for implementation of a 
successful affirmative action program at Vanderbilt. 
7. To advise on the allocation of contributions to Women's 
Studies and/or Activities through the annual Living 
Endowment Campaign. 
Structure of the Office: 
To be responsible directly to the Provost-Executive Vice-
Chancellor. 
To be administered by a standing University committee made 
up of staff, faculty, and student representatives, with 
·regular meetings. 
To be staffed by one full-time professional and a full-time 
staff assistant, preferably to be 'recruited from present 
Vanderbilt staff. 
To be housed in an existing facility. 
To have its own budget for operations and programs. 
Models for such an office or center: 
University of Wisconsin, Office for Women 
Converse College (South Carolina), Women's Center 
Tulane University, Newcomb Women's Center (this center 
opened in the fall of 1975 with the help of $53,000 
from alumni and a continuing pledge of alumni support). 
UNIVERSITY-WIDE RECOMMENDATIONS 
Child Care: 
1. That a child care center be established with temporary housing 
until such time as a permanent structure is completed. 
2. That the hours of operation be from 6:30a.m. until 11:30p.m., 
thereby satisfying the most substantial need indicated in our 
questionnaire. 
3. That consideration be given to child care on a twenty-four hour 
basis as the need is expressed. 
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4. That either fees for child care be established on a sliding scale, 
or that a base rate be set with provisions for subsidy in cases of 
demonstrated need. 
5. That a concentrated effort be made to enlist the support of 
volunteers from local student bodies and parents. 
Opportunity Develop~nt Office: 
That the collection of statistical data on the status of women at 
Vanderbilt be continued on a regular basis under the jurisdiction 
of the Opportunity Develop~nt Office. To carry out that task 
efficiently, it would be necessary to provide full-time secretarial 
help to that office. Further, we reco~end that the priority task 
of the office be to make public an Affirmative Action Plan for 
Vanderbilt University covering staff, students, and faculty. 
Attitudinal Education: 
That because of widespread sentiment that sexist attitudes are 
prevalent at Vanderbilt there be a seminar held for all upper-
level administrators, by an outside professional trained in 
group process, for purposes of examining their own attitudes 
toward women. It is furthermore recommended that the same be done 
for the faculty in all schools of the University. The Commission 
would be willing to reconnnend prominent national persons for 
conducting the workshops. Princeton University has established 
a precedent for such sessions with top level administrators. 
Information Collection: 
1. That the University make additions to the Personnel Department 
and the Opportunity Development Office, in staff and computer 
facility access, in order to keep records up-dated and to expand 
the data base for employee and faculty files to include the 
data we have suggested in the data collection section of this 
report. 
2. That a University-wide system of data collection and tabulation 
be devised so that accurate information is readily available by 
department and/or school, sex,and minority status on: 
a) faculty: numbers of applicants for positions, applicants 
interviewed, applicants considered, applicants hired, the 
rank and status of all faculty, promotion rates,and tenure 
status for all faculty; 
b) students: financial aid, attrition rates, applications, 
acceptances, and enrollment to include the data we have 
suggested in the data section of the report. 
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The information on faculty should be available through offices of 
each dean and the Office of the Provost. The information on 
students should be available through the University Registrar or 
other suitable offices. 
3. That there be systematic and periodic reports on the status of 
women at Vanderbilt issued by the Opportunity Development Office 
or other appropriate office. These reports should be more detailed 
and analytic than those required by HEW. 
Campus Safety and Security: 
1. That the University conunit funds for the continued professionalization 
of the campus security force. 
2. That the current volunteer status of the escort personnel be changed 
to paid positions. 
3. That the escort service be expanded by the use of additional 
vehicles, and be improved by the working out of a regular route 
and schedule, by encouagement of group calls, by checking escorts' 
identification at the security office before escorts go out on calls. 
4. That a specific training program be implemented to help prepare all 
officers to implement procedures in dealing with victims of rape, 
since campus security would normally be the first office to come 
into contact with such victims. 
5. That women in general, but particularly non-commissioned women on 
the force, take self-defense training since they carry no weapons. 
6. That Campus Security continue publication of the monthly crime 
report begun by students. 
Athletics: 
1. That a final decision be made immediately as to the continuance of 
Wesley as an athletic facility at Vanderbilt. If the decision is 
made to use it, the following is strongly recommended: 
a) Construct a partition to make the women's dressing room and 
shower room secure. 
b) Completely renovate the building with the help of a gymnasium 
architectural consultant. 
c) Schedule women's and men's events equally at Wesley. 
d) Move the office of the woman staff member to Memorial or McGugin. 
e) Hire a manager for Wesley or rotate coverage for Wesley among 
all of the athletic staff. 
2. That a dressing room, shower, and bathroom be made available to 
women in McGugin. 
3. That sauna space for women be created in one of the following ways: 
a) by designating men's and women's hours based upon analysis of demand; 
b) by making the sauna co-ed and requiring bathing suits; 
c) by building a new sauna for women in Memorial or McGugin. 
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4. That the job. title, duties, and salary of the woman athletic staff 
member be thoroughly reviewed and adjusted to equate with that of 
male staff. 
S. That new athletic personnel be hired as needed to ensure adequate 
staffing for women's athletic interests. 
6. That the title "Women's Physical Education" be dropped (it is now 
used in the Vanderbilt telephone directory) since there is no longer 
a sex-segregated physical education program at Vanderbilt. 
7. That an athletic scheduling connnittee be set up to ensure equitable 
scheduling for both men and women at the various levels of competition. 
The conunittee is to consist of: Sam Hirt, George Baines, Emily Harsh, 
Women's Athletic Board president, Men's Intramural Board president, 
Betty King, and the president of the Club Sports Association. 
8. That funds be appropriated immediately to elevate women's basketball 
and tennis to the level of minor sports. 
9. That the Handbook of Intramural and Club Sports be entirely revised 
by a conunittee to ensure that all references to unequal treatment 
of men and women in the athletic program be removed. 
10. That the sign at the entrance to Memorial, which reads that 
facilities are open to students, faculty, administrative staff, 
doctors and house staff, be changed to include all staff. We suggest 
the same change in the Handbook of Intramural and Club Sports. 
STAFF RECOMMENDATIONS 
1. That Vanderbilt University develop and make public an employee 
affirmative action plan which would include: 
a) specific goals for the hiring and promotion of women to 
supervisory and administrative levels; 
b) specific goals toward eliminating job stereotyping by sex and 
race through hiring women into job categories that are now 
predominantly male at Vanderbilt and vice versa, and minorities 
into both; 
c) specific goals for the hiring of women administrators at top levels. 
2. That the University demonstrate its commitment to affirmative action 
by: 
a) issuing a clarification of the classification system at Vanderbilt, 
including job description and a written definition of "Key Staff"; 
b) conducting, through its Personnel Department, an extensive 
University-wide training seminar for all interviewers and super-
visors and others involved with the hiring of personnel, for the 
purpose of clarification of Title VII and Title IX legislation as 
it affects employment; 
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c) adopting a procedure whereby jobs are advertised on campus 
for a designated period (we suggest two weeks) before they 
are advertised off campus, requiring that all departments 
inform all their employees of open positions and encourage 
qualified persons to apply; 
d) encouraging employees to take courses and adopting a policy 
that permits employees to take one course per semester tutition-
free for credit; 
e) issuing a campus-wide statement suggesting guidelines on the 
use of titles; 
f) issuing guidelines on what pffice staff are not expected to do as 
part of their jobs (personal errands, making coffee); 
g) requiring that all supervisors provide salary range 
information to employees in their departments. 
3. That the Personnel Department review all classifications of 
employees in order to eliminate out-dated categories and provide 
uniformity University-wide. 
4. That the Associate to the Chancellor be made a member of the 
Chancellor's Cabinet. 
5. That the University improve general communication procedures 
between administration and staff by: 
a) a careful review of existing procedures; 
b) consideration of the appointment of more staff members, 
especially non-administrative staff, to serve on University 
committees to make use of their valuable potential input 
into University affairs (as noted in the Commission's midyear 
recommendations). 
6. That Occupational Health at Vanderbilt immediately assess the 
respiratory health of all employees working in Linen and Laundry, 
in spite of the fact that Vanderbilt University Hospital has 
passed OSHA inspection. 
7. That Personnel issue a written statement that clarifies the merit 
raise system. 
8. That the University give employees access to their own Personnel 
files. 
9. That the University adopt a longevity increase system. 
10. That the University pro-rate benefits for part-time staff as it 
does for part-time, full-status faculty. 
11. That the University meet with Local 386 to negotiate necessary 
changes in the Union's maternity l~ave policy. 
12. That the University determine whether or not the seniority system 
does, in fact, continue into the present the effects of past 
discrimination. If so, we recommend that the University meet with 
the Union to negotiate the necessary changes. 
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UNDERGRADUATE WOMEN RECOMMENDATIONS 
1. That, as recommended by the Women's Studies Committee, the University 
make available to the College of Arts and Science authorization and 
funds for a new faculty position, to be designated as a joint 
appointment between a department of the College and the Committee 
on Women's Studies, at the senior level and on a permanent basis. 
Approximately one-third to one-half of that position would be 
assigned to Women's Studies. 
2. That all departments conmit themselves to hiring women in full-time, 
full-status faculty positions. 
3. That all departments make efforts to reflect fairly the contributions 
of women to fields within the department by choosing appropriate 
readings, encouraging discussion of societal changes affecting the 
status of women, and including course offerings which can be listed 
as women's studeis courses. 
4. That in accordance with Title IX, an undergraduate grievance procedure 
for sex discrimination cases be established and publicized through 
distribution to all undergraduates. 
5. That all faculty be aware of sexist bias relayed through academic 
advertising and that in particular, pre-professional advisors be 
offered a training seminar to counteract conscious or unconscious 
bias that discourages undergraduate women from furthering their 
education and career. 
6. That the University commit adequate funds to the Office of Student 
Services for the implementation of programs for minority students, 
including women, to enable this office to increase its service to 
women students. 
7. That in accordance with Title IX, the University make undergraduate 
student housing equally available to women and men, with special 
reference to Carmichael Tower II. 
8. That the University give serious attention to Panhellenic recommenda-
tions on the establishment of more sororities. 
GRADUATE WOMEN RECOMMENDATIONS 
1. That recruiting of female faculty and administrators be made to 
provide w~at the Harvard Report ~ the Status of Women has called 
called a critical mass" of women within the University. 
2. That there be a continued and extended recruitment of women into 
the University's graduate programs, especially in those programs 
where the absence of women is due, in part, to stereotyped views 
about women's abilities and interests. 
3. That there be an introduction of curriculum changes in graduate 
departments and professional schools which ensure that women's 
issues are addressed and that the disciplines are examined from a 
feminist perspective. 
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4. That in order to comply with Title IX, there be established a clear 
graduate student grievance procedure for sex discrimination complaints. 
5. That the administration make it clear to the graduate departments 
and professional schools that it is their responsibility that all 
students be given equal access to scholarship opportunities and job 
openings. The criteria for selection of students to teaching 
assistantships should be made clear. 
6. That there be a further examination of University services in which 
graduate women's issues demand special attention (safe housing, 
adequate health care, professional job placement, for example) in 
order to ensure that women's needs are being met in these areas. An 
office for women could provide valuable services in carrying out 
this recommendation. 
7. That there be a concerted effort by the University to educate its 
faculty, staff, and administrators about the implications of sexism 
and sex discrimination. It is imperative that Vanderbilt vigorously 
address the unprofessional and discriminatory behavior on the part 
of its administrators and faculty that we found to exist in some 
graduate departments and in the professional schools. 
SERVICES TO STUDENTS RECOMMENDATIONS 
Zerfoss Student Health Center: 
1. That there be a greater number of hours for gynecological services 
at the Student Health Center, and that students be given a specific 
appointment time with gynecologists. In order to provide more hours 
for gynecological service we suggest that the Student Health Center 
be made into a gynecological-clinical practicum for family nurse 
clinicians, who would then be able, under supervision of a qualified 
physician, to perform some of the examinations and treatment. 
2. That immediate steps be taken to improve the personal consideration given to 
women students and their medical problems and ensure that medical advice is 
not influenced by judgmental considerations of lifestyle. The Commission 
recommends that changes in personnel within the Student Health Center be made, 
if necessary, to accomplish these objectives. 
3. That a female gynecologist be hired. 
4. That the physical arrangement of the Student Health Service be 
changed to provide more privacy for patients when they arrive, and 
that the reception services be reoriented to provide the environ-
ment of stability, confidence, and acceptance which students 
should encounter at the SHS when they need medical care. 
5. That Student Health assume an educational function for Vanderbilt 
students by informing them of problems and diseases prevalent in 
their age group, and encouraging them to come to SHS for diagnosis 
and treatment. This could best be facilitated by spending more time 
with students when they come to the dispensary, but could also take 
the form of active dissemination of health-related information on campus. 
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Interuniversity Psychological and Counseling Center: 
1. That specific attention be given to expanding the Center's 
efforts to serve women's issues groups in the University 
community. 
2. That the supervisory staff at IPCC include women (at present all 
training and supervisory professors are male). 
3. That further study be made at IPCC to ensure the fullest participa-
tion of women practicum students in the Center's practicum program. 
(The present imbalance of twice as many men as women students on 
the staff is not representative of the overall pool of graduate 
students in the University community. There is, however, no 
immediate way to assess the problem for sex bias, since in past 
years the percentage has been predominantly female, and seems to 
fluctuate yearly). 
Career Planning and Placement: 
1. That CPPS continue its commendable programs of group exposure to 
women's concerns and life ·style/career planning. 
2. That a staff member be funded for outreach activities to implement 
an active program which would bring outstanding women to campus 
to speak and share experiences, to sponsor films , and to plan 
regular discussion groups on issues related to career development 
for women. 
3. That the CPPS staff discontinue its policy of special encouragement 
to women students to improve typing and clerical skills in pursuit 
of their career goals. 
4. That CPPS sponsor a cooperative initiative for professional 
placement of women graduates at master's and doctoral degree levels. 
FACULTY RECOMMENDATIONS 
1. That there be a University-wide connnitment to hir ing women and 
minority faculty at the senior faculty level through publication 
of affirmative action goals. 
2. That there be developed and published a University-wide policy on 
the use of titles in staff, student,and faculty· handbaoks. Faculty 
should then be free to choose whether or not they want to be 
referred to by title or first name within their departments and 
classes. 
3. That departments consi der adopting a policy that would reduce the 
work load of faculty who have not finished their doctorates; or 
that there be a policy not to hire persons until terminal degrees 
have been completed. 
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4. That each school publish detailed appointment, promotion, and tenure 
policies as provided for in the Faculty Manual and file them, readily 
accessible to faculty members, in the offices of the deans and the 
office of the Provost. 
5. That. either each school inform faculty members ,on appointment, 
whether or not the seven-year review policy is utilized; or each 
school consistently adhere to the AA.UP policy of review after 
seven years. 
6. That the department provide a written explanation to a faculty 
member if tenure is denied. 
7• That departments or schools undertake and maintain a study by race 
and sex of the rates of promotion of faculty members. 
8. That faculty salaries be reviewed in all schools and in all ranks 
for any in~quities·between salaries of women .and men. faculty 
members. Any inequities should be rectified"immediately. 
9. That all faculty, regardless of sex, be invited to pour punch 
at the Chancellor's graduation reception (not only the School of 
Nursing). 
SCHOOL OF NURSING RECOMMENDATIONS 
1. That there be a total review of the administrative procedures of 
the School of Nursing. Ideally this could be done internal to 
the campus, but if not, then by an outside evaluator specializing 
in Nursing Schools. 
2. That work loads of nursing faculty be reviewed and revised, including 
hiring additional personnel if necessary. 
3. That the rank of hiring and the promotion procedures for the School 
of Nursing be reviewed, and that a concerted attempt be made to 
hire at the senior level and promote from within. 
LANGUAGE RECOMMENDATIONS 
1. That the Office of the Chancellor establish and publish a state-
ment of policy regarding sexist language which includes editorial 
guidelines. (A model developed by McGraw-Hill is included in the 
Appendix). 
2. That immediate steps be taken to review and revise Vanderbilt's 
Code of By-Laws and other constitutional doctunents requiring Board 
of Trust approval to ensure that they are free fom bias against women. 
3. That policies of the Altunni Office and the Development Office be 
carefully reviewed, particularly with regard to recording of gifts, 
use of titles, and orientation of campaign literature. 
4. That seminars be conducted for all individuals involved in writing and 
editing publications at Vanderbilt, including administrators, editors, 
and managers of student publications, to increase sensitivity to the 
use of sexist language. 
213 
APPENDIX 
The 
Commission 
Staff 
Student 
Faculty 
Language 
University 

COMMISSION CORRESPONDENCE 
. . .. 
'~~. • r·• · ft ... 
The letter which follows was sent to 
Jacque Voegeli, Dean College of Arts and Science 
Sallie M. TeSelle, Dean Divinity School 
Howard Hartman, Dean School of Engineering 
Ernest Q. Campbell, Dean Graduate School 
Robert L. Knauss, Dean Law School 
James V. Davis, Acting Dean Graduate School 
Sara K. Archer, Dean School of Nursing 
John E. Chapman, Dean School of Medicine 
Rob Roy Purdy, Senior Vice-Chancellor 
James R. Surface, Provost-Executive Vice-Chancellor 
George Kaludis, Vice-Chancellor for Operations and Fiscal Planning 
John W. Poindexter, Vice-Chancellor for Alumni and Development 
Vernon E. Wilson, Vice-Chancellor for Medical Affairs 
Harold Miller, Treasurer 
Robert A. McGaw, Secretary of the University 
Jeff R. Carr, Vice-Chancellor for Governmental Relations and General Counsel 
Reba Wilcoxon, Associate to the Chancellor 
Glen Clanton, Deputy Provost and Dean for Academic Planning 
Oscar Tivis Nelson, Assistant Provost 
Walter Murray, Opportunity Development Officer 
Thomas Bain, Director of Personnel 
Donald McDowell, Executive Director for Operations 
The respones which we received are included. Three persons .elected 
respond by meeting with the Commission coordinator: Glen Clanton, 
Vernon E. Wilson and Sara K. Archer. The notes from those meetings 
are not included here. 
VANDERBILT UNIVERSITY 
NASHVILLE, TENNESSEE 3723~ 
' . .. 
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·. 
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TELEPHONE (615) 322-7311 
Commission on the Status of Women 
Box 2557-B 
4 May 1976 
As you may already be aware, the Chancellor's Commission on the Status of 
Women will be submitting a final report this summer. During the year we 
have solicited input on the status of women faculty, staff and students 
from women in thuse categories. In addition, we have ccllected a vast 
amount of statistical data. Our report, however, would be incomplete if 
we di,d not include a discussion of women from the perspective of Universi-
ty 2dministratars. We would be interested in hearing your thoughts on, 
for example, what you see as the main problems for women on the Vanderbilt 
c&rnpu.s, what problems you have faced in the implementation of .:iffirmative 
.:!Ction thus far, what l:i•1ds of changes wo11ld make it easier in the future 
to be able to fulfill requirements for affirmative action and Ti.tle IX, 
and anything else that you think would be helpful to us for our report. 
A response at your earliest convenience but no later than May 28th would 
be most appreciated. If you have any questions, please call Mary Lesser, 
X-2996. 
Thanking you in a3vance. 
Coordinator 
of Women 
' 
To: Mary Lesser 
From: Howard L. Hartman, De~[J 
Subject: COMMISSION ON THE STATUS OF WOMEN (ref your memo, 5/4/76) 
Thank you for offering me the opportunity to supply input directly to 
your Commission. I doubt if my opinions will add much, but I shall offer 
them. 
From my perspective -- but not restricted to my position as an academic 
dean, I think Vanderbilt's major problem in meeting its obligation to women 
lies principally in faculty inbalance within the various schools. Engineer-
ing is too male and Nursing too female, to state the true but obvious. In 
fact, the School of Engineering remains all male in regular tenure-track 
faculty appointments and has only 1.25 equivalent F.T.E. women on its faculty 
in any status (two women, one full-time and one quarter-time, one an adjunct 
and the other holding "research" rank). In spite of the best we can do --
and we have diligently, honestly recruited women faculty members for four years 
as part of our Affirmative Action plan -- we have not been able to hire ~ 
qualified regular faculty. As you probably know, in engineering only about 
1% of the professionals are women, and we simply cannot attract any to Vander-
bilt 1 s School of Engineering. Proportionally, I suppose, we are getting "our 
share" (2.1% of our budgeted positions are filled by women), but it is frus-
trating not even to locate, let alone interview, any women candidates for 
regular positions. 
Until we can correct this drastic inbalance on our faculty, in my opinion, 
our educational program will always be less than optimal. We have doubled our 
female student enrollment in five years (to 20% for this Fall). Eventually, 
the proportion may reach parity with the rest of the University (35%?). But 
until we have women faculty members in the same proportion to teach, counsel, 
and serve as role models for students, we cannot hope to achieve the ultimate 
in educational effectiveness. 
We welcome any advice or assistance that you or your Comnission can 
provide. 
HLH:mn 
cc: Department Chairmen, Deans 
Prof. Benmark, Farrar 
VANDERBILT UNIVERSITY 
TENNESSEE 3 7 240 -
May 6, 
Ms. Mary Lesser 
Box 2557, Station B 
Vanderbilt University 
Dear Mary: 
TE L EPHONE (615) 322- 7 311 
Office of the Dean • The Divinity School• Direct phone 322- 2776 
You requested a statement from me as a University administrator and 
I am, of course, happy to provide you with one. As you know I have 
only been Dean for a year so my observations are not really seasoned 
ones, but I will offer what I can. 
I will say a personal word first. I have felt genuine support from 
the central administration during my first difficult year in office. 
They have not "hovered" over me, fearful that I might make an 
egregious mistake (though perhaps I have!), but have been very willin~ 
to answer my questions, smooth my way when possible, and be of whatevE 
assistance they could. So I have nothing but positive words to say 
from a personal perspective. 
In addition, we appointed a woman to our faculty this year (she will 
be the only full-time woman teacher on the faculty since I do not 
teach full-time) and again, we met with support from the central 
administration. There were unusual circumstances surrounding the 
appointment--the woman hired, who is in her mid-forties, does not yet 
have her Ph.D. although she has vast and impressive teaching and 
professional experience. The administration appeared to appreciate 
the unusual career pattern of the woman and her skills and allowed 
me to offer the position to her at the rank of Associate Professor 
without tenure (upon completion of the degree) or Assistant Professor 
if the degree is not completed. Without this flexibility we would not 
have gotten her since she had turned down posts at Harvard and at 
Union Seminary in New York. 
On a more general level, I see the crucial problem facing affirmative 
action to be the monitoring of Deans and department heads as they 
make appointments. I am very much in favor of the recent forms to 
be filed by Search Committees and Deans indicating the actual steps 
that have been taken in each appointment. Unless firm and concrete 
details of appointment procedures are monitored, I doubt if many 
women or minority persons will actually be hired. I discovered in 
our process this year that constant pressure was necessary in order 
tq. deal with the "best person available" syndrome which, in two prior 
appointments we fllade recently in the Divinity School, resulted in 
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white males being appointed. Unless pressure is exerted from the 
top, from the central administration, and Search Committees as we ll 
as Deans know that an account will be demanded, various exits wil l 
be taken from actually appointing women and minorities. The exampl e 
of Yale University in the recent issue of the Yale Alumnus that I 
sent you, in which President Kingman Brewster appears to be pulling 
back from affirmative action and thus creating at atmosphere of 
low priority for it, ought to be a lesson to Vanderbilt that any 
similar moves on the part of our central administration will result 
in a similar lack of concern throughout the hiring units of the 
University. I cannot stress strongly enough that. both leadership 
at the top in public statements and detailed monitoring procedures 
are necessary if progress on affirmative action is to continue. 
I hesitate to tackle the problem of the main problems facing women 
at Vanderbilt since the question is so multi-dimensional and various, 
depending on which women one has in mind (students, faculty, staff) 
and their location. I believe however, that the area that is the 
fuzziest and needs the most long-term concern is the undergraduate 
woman and only sone structural changes are likely to i n fluence the 
self-image of undergraduate women, their career possibilities, and 
so forth. I believe that the establishment of an advocacy office 
for women on campus might be the single most important factor. 
How this office should be structured, I am not certain, but it should 
be free enough of the central administration to bring up painful 
(and perhaps expensive) issues; it should have at least one full-
time professional whose job description includes initiating event s 
and programs of interest to women; it should be concerned with such 
internal matters as the adviser system (especially as it affects 
women) and the sororities; it should be sufficiently funded so as 
to mount all-campus lectures, workshops, and so forth of concern to 
women. I am convinced that in our time educating the undergraduate 
woman is not simply a matter of allowing women to attend classes; 
"liberating education," the stretching of horizons and possibilities 
and in our time such education for women takes special attention 
for it will not occur for most women if their college experience 
is not markedly different from the cultural ethos out of which they 
come. I do not think that Vanderbilt has taken this necessity 
very seriously .but until they do, they may be educating wom~n in a 
man's institution but they will not be really providing a libe r a l 
and liberating education for women in our time. 
I hope these marginal reflections are of some value. 
opportunity to respond. 
Sincerely yours, 
/..: . 
-~~I &-C(i_ Q_ 
Sallie M. TeSelle 
Dean 
SM'I'/am 
Thanks for the 
VANDERBILT UNIVERSITY 
~ NASH.Y1_L_L~E-·~T-E-N~N-E_s_s_E~E~3-7_2_3_2~~~~~~~~~~~-T-E_t_E_P_H_o_N_E_(_6_1_s_)_3_2_2_-1_3~11 
Dean of Medicine • Direct phone 322-2164 
Ms. Mary Lesser, Coordinator 
Commission on the Status of Women 
Box 2557, Station B 
Vanderbilt University 
Nashville, TN 37235 
Dear Ms. Lesser: 
May 10, 1976 
Your note of May 4, 1976 provided me the opportunity to review 
the Medi.cal School's status i.n relationshi p to women from a numerical 
standpoint and subsequently from the standpoint of subjective recollec-
tion. We have sixty-one women on the full-ti.me faculty, four on the 
part-ti.me faculty, seventeen additional who are research associates and 
eleven i.n the clinical faculty. It would be interesting to compare these 
numbers with other schools throughout the University and I would appre-
ciate a copy of your report when complete, which I am sure wi. l l pro-
vide such i.nformati.on. 
Women serve on the committees of the institution, not particularly 
because they are women but particularly because the individuals in-
volved have a great deal of substance and judgment to contribute. I can 
think of two of the most important committees we have in terms of func-
ti.on--Admi.ssi.ons to Medi.cine and the Committee on Faculty Promotions 
and Appointments. Both of these committees have women as members--
Marie-Claire Orgebin-Crist on Faculty Promotions and Sarah Sell on 
Admissions. 
The Advisory Council also has a woman who has been quite active 
i.n University affairs (Mildred Stahlman). She is also Chairman of the 
Standing Policy Committee on Biomedical Sciences. ., 
I am hopeful that you find these comments helpful to you i.n your 
review of the status of women at Vanderbilt. · 
("\Sincerely, . \ , ' ·~ 
M.D. 
JEC:aj 
VANDERBILT UNIVERSITY 
NASHVILLE , TENNESSEE 37240 TE LEPHON B (6D) 322-7311 
Office of the Chancellor• Direct phone 322-2508 
May 12, 1976 
Dear Mary and Members of the Conunission on the Status of Women: 
Although I feel some conflict of interest in responding to your letter 
of May 4, since I am officially liaison between the Conunission and the Chan-
cellor, I would like to connnent briefly. 
A major problem in the implementation of affirmative action at Vander-
bilt is the difficulty of information-gathering -- a problem that the Com-
mission is already aware of. If I were making recommendations, I would give 
a comprehensive system of data collection high priority, because without 
empirical evidence, claims of discrimination are not likely to have any weight. 
I think several existing offices should be strengthened to step up in-
volvement with women's concerns (I myself was much more involved as Assistant 
Provost, since I was working on policies affecting women faculty, such as the 
part-time full-status policy). Among these offices -- and I realize additional 
financial support might be needed -- are the Office of the Dean for Student 
Services, the Career Planning and Placement Service, and the Opportunity De-
velopment Office. The first two could work, too, toward increased coordination 
with the Women's Center at Scarritt and with Anne Brown and the NUC. 
I should add that the forces against fully successful affirmative action 
in all quarters are psychological and subtle -- attitudinal change among men 
or women is not effected overnight. I have become increasingly aware that 
there is much to be done toward cohesiveness among women themselves. This 
point was made well by Sharon Lord. 
If I can help in any way in the preparation of the Commission's final 
report, please call on me. 
Sincerely, 
ifJi.t -Yt 
J 
I 
L I 
Reba Wilcoxon 
Associate to the Chancellor 
RW/bhs 
, ( 
.1 ··..: •. • 
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VANDERBILT UNIVERSITY 
TENNESSEE 37240 TELEPHONE (615) 322-73 11 
' I 
Office of the Senior Vice Chancellor •Direct phone 322-2436 
Ms. Mary Lesser 
Coordinator 
. . 
" Ao i J 
Commission on the Status of Women 
Box 2557 B 
Vanderbilt University 
Dear Ms. Lesser: 
This is in response to your letter of May 4. 
May 27, 1976 
.-
I am not aware of any problems this office has faced in the 
implementation of affirmative action, although I can see some dif-
ficulties ahead when we realize all the ~mplications of Title IX 
legislation, particularly in the area of athletics. We have made 
some progress during the past few months in constructing dressing 
facilities for women in Memorial Gymnasium, and in encouraging our 
women students to participate in club sports. As interest in women's 
athletics increases, we shall try to respond to meet these interests 
as in the · past. We do know that although some things have been done, 
we shall have to do more in the future. 
I believe the Student Affairs area has a good record in equalizing 
job opportunities for men and women. In the eight offices coming under 
my jurisdiction, there is approximately an equal distribution of men and 
women in what I would call · "key" or ''professional" positions. However, 
this distribution is not always equal in the individual units; for example, 
the top administrators in Housing are both male, the top administrators in 
Placement are both female. We may have to consider adjustments in these 
offices in the future. 
If you should de-sire any further infonnation, please feel free to 
call. 
Sincerely yours, 
. ' - ., G) . rrrr rA~~  
R. R. Purd~) . 
. . . 
.. 
\ ' 
-· 1l" J.i"°ii' . . . 
VANDERBILT UNIVERSITY 
NASHVILLE, TENNESSEE 37203 
0 '· \_ 
~( l 
I. . J 
11) . 
TELEPH ONE (6 15) 322-7311 
1-.11;./rrhlt I:m/'10;111en1 Cmter • 1103 Baker B11ilrling, 2 1st Amw1'. So. •Direct phone 322-2801 
May 27, lq7() 
~15 . 1'1ary Lesser 
Coordinator, Cornnission on the Status of Warren 
Box 2557, Station B 
Vanderbilt University 
Nashville, Tennessee 37204 
Dear Ms. Lesser'. 
I appreciate the opportunity to respond to your recent letter regarding 
the status of \<Uren at Vanderbilt. 
As you nay knCM, the Personnel Departrrent is in great part charged with the 
r esponsibility for seeing that equal opportunity exists for all those 
persons employed by the University. Additionally, by being physically 
located in close proximity to the Opportunity Developrent Officer, I have 
had an opportunity to becane directly involved with questions regarding 
~loyrrent practices that affect ~n employees of the University. By and 
large, our supervisors do a good job in offering new positions and pramtional 
opportunities to all qualified applicants. On those occasions where this does 
not occur, I have had the opportunity of working with Walter Murray in seeing 
that acceptance of and caTipliance with our legal, as well as rroral, obliga-
tions are satisfied. In the short time that I have been at Vanderbilt rrost 
problems that I have faced through the grievance procedure and rrost carplaints 
that I have been involved with through the Opportunity Developrrent Officer 
have not been of a sexual or racial nature. I have found conversely that the 
bulk of canplaints that I have dealt with personally involvei classification 
of e.rnplovees an~ salaries paid those errqJloyees. 
Since we have recently undergone a C0fT1Prehensive survey by the Department of 
Labor reqarding equal pay arrong classifications and employees working in 
similar jobs, 1 am confident that rrost discrepancies affectin~ all anployees 
be they varen, minorities or sane other affected category, have been addressed. 
I am not hCMever , naive enough to believe that many problems both real and 
im3.gined do not exist in the University cmmunity. l\s far as I personally 
am concerned, the enforcerrent rrechanism vested in this departrrent is constantl v 
searching for wavs to correct those wrongs hrought to our attention. I am 
.. 
(2) 
certain that over the past year your direct contact with wanen across the 
campus has provided you with a grasp of individual problems and concerns 
that m:>st of us v.uuld not .nonnally be exposed to. I am eagerly looking 
forward to receiving a copy of your report and your suggestions for correcting 
those areas that you have found to be of concern. 
If I can be of further assistance, please do not hesitate to give ire a 
call. 
Tharras H. Bain 
Director, Personnel Services 
THB/clc 
r; I 
!r: DATE: May 24, 1976 
TO: Mary Lesser, Coordinator 
Conuni~n ~tatus of Women 
FROM: Jam~V-: Davis, Acting Dean, GSM 
SUBJECT: Your Request for Additional Data 
Since you indicate you have been collecting data for 
women facul ty, staff and students, I will offer some general 
remarks on each of these three groupings. 
In the seven years of its existence, the Graduate School 
of Management has had one woman faculty member, Lorraine 
Scarpa. Other women have been interviewed for positions but 
Ms. Scarpa has been the only one hired. 
Sheer scarcity in the "hard" business disciplines is one 
of the major problems. There are relatively few women in 
business school doctoral programs. Another problem is the 
"professional couple." We have interviewed at least three 
wife-husband teams and on only one occasion was there much 
interest in the male spouse. The problem of alternative 
placement for the husband is difficult if his field is 
business given the limited opportunities elsewhere in Nashville. 
GSM lost Ms. Scarpa when her husband finished his surgical 
residency and established his practic~ in Connecticut. So the 
problem of the woman following the man's career still exists. 
Women faculty members are needed in a business school, 
their professional qualifications aside, to counsel and serve 
as role models for the increasing number of women students 
entering our program. Ms. Scarpa was particularly good at 
this. 
Women students have expressed concern over the critical 
mass issue, i.e., that there be enough women in each class that 
they can readily associate with one another and feel comfortable 
as a group. Women members of the class have indicated that they 
have experienced some resentment from male classmates of the 
"why aren't you home taking care of the children" variety. Such 
resentment apparently has been relatively mild, however. 
Mary Lesser 
Page 2 
May 24, 1976 
Presumably because business is still an under-explored 
area for women, women are more reluctant than men to use 
loan funds to finance their educations. This puts consider-
able stress on already small financial aid budget. (In 
approving expansion funds for GSM, the Board of Trust 
explicitly approved a program which would rely heavily on 
loan monies as sources of financial aid.) 
The two major problems faced by women staff members are 
the low salaries Vanderbilt pays clerical employees and the 
horizontal organizational structure which allows little room 
for advancement. 
If you would like elaboration on any of these points, 
please let me know. 
jg 
'7 
~· 
,# VA N D E RB I LT U N I VE R S I TY 
:~ . c. • 
'\ . 
N :\SHYILLE, TENNESSEE 37240 TELEPHONE (615) 322-7311 
Office of the DetJn •College of Arts & Science • Dfrect phone 322-2851 
May 31, 1976 
Ms. Mary Lesser, Coordinator 
Commission on the Status of Women 
Dear Ms. Lesser: 
We in this off ice have been pleased to cooperate in the 
important work of the Commission on the Status of Women. We 
look forward to receiving the report of the Commission later 
this summer. 
In the area of affirmative action, we are certainly 
mindful of the significance of the guidelines and regulations, 
and we are careful to ensure that our department chairmen 
and program directors stay well-informed and conscious of 
their obligations in this realm. The College of Arts and 
Science is in compliance with affirmative action requirements. 
I believe that statistics which we have provided the Commission 
demonstrate our compliance and show the improvement in this 
area. 
Since 1973 we have offered an interdisciplinary course 
in Womens Studies, and various departments have sought to 
strengthen the presentation of issues related to women in 
their course offerings. We have encouraged further expansion 
of this activity in the departments and plan to continue this 
effort. The Womens Studies Committee, under the leadership 
of Professor Susan Wiltshire, has labored diligently to help 
us achieve these curricular objectives and to assist us in 
planning expanded offerings. The latest report of this 
committee (copy attached) is currently under consideration 
by this office. 
If you need further elaboration on any of these points, 
I or myassociates would be happy to provide it. 
/sj 
Sincerely yours, 
\ -1' < - ~v/ ~} {)-1 ~oj_ 
-lacqu~ Voegeli 
Dean 
' ' 
Dec. 9, 1975 
o. Stanley T~rbell, Ch1irnv.tn CO':IUittee on Craducate Educstion 
Mary Lo11er, C6-ordin'ltor Coom1Hion on the Statua of Women 
Report on Crauu~te Education 
.. 
Since I did not get to aJJre•• M'J question to you yeaterd.ay at the open 
meeting I •m takins the liberty of doing so now in writing i 
I waa struck at the aboonce of dlacuasion of Af fit1a11tive \ction l1suo1 f.n 
your Report .md w ts wonderin3 'Why there wasn't llny. F'or ex.ample, our recoi-d• 
show th.Ht there tll.'e over twice Ra m:my r.um as women in the gr.tdu1te school. 
When specific 'lepart.'llenta ::\re exai;tined it c::in readily be seen th:it the \romeo 
are concentrate.J only in fieldo tr11<lition'1lly open to them (En3l1ah, Sociology, 
Psychology, French ••• ). the enrollment situ.~tion for other m6nority student• 
ia even worse. Certainly the overall quality of the Graduate School le .Lf fected 
by this <tnJ I woul l z,uesa that the raorde of the student• 1• affected too 
(eapeci.l.lly the mor:tle of women and minority students now on campus). The 
relationship of 'fiirra..1 tive \ct ion to the job market aitwition is also 
extremely i:nportant. \ll three of theae areas (overJ.11 quality, t:1or:ile and 
job m.1rket) "Were tn·1jor concerns of the Report. Except by "'·'Y of sug3est1ng 
the "tutori.11'' scholnrohlpa,however, there is no discussion of or ii1.1t1. 
:1bout affimative action in the docl.Jtlleut (for exnrnple, none of the tablftl!I shov 
breakdowns by sex or ?Uinority status to give a aenae of direction for Vanderbilt 
in th.1t reg ·trd). 
Perhaps, however, there ie llnother comnittee which la Jenling specifically 
vith ~,ffitmlltive \ction issues for the Graduate School (as there 1s with 
the question of •tu.lent stipend•) and for that reaaoQ I am •enJing a copy of 
thi1 memo to Dean Cru::tpbell, 
Thank you in advance for your attention to thia que1tlon. 
Mary Le11er, Cor.niaa1on on the Statue of Woraen, Box 2557-B 
• 
VANDERBILT UNIVERSITY 
l.$1 INTER-OFFICE CORRESPONDENCE 
~~~~~~~~-
Date: January 2, 1976 
To: Ms. Mary Lesser, Co111T1ission of the Status of Women 
From: D. Stanley Tarbell 7J. /,f . . ,
Subject: Report on Graduate School 
The question raised in your memo of December 9 is considered in recom-
mendation 15 on page 5 of our report, and more in detail on page 54; the only 
way to increase the number of qualified minority group individuals is to make 
Graduate training possible for those who can do the work. I might add that 
my wife took a Ph.D. in organic chemistry at Columbia several decades ago, 
when it required more ability and more determination for a woman to get a 
Ph.D. than it does at the present time • 
ON THE STATUS OF WOMEN 
Midyear Recommendations 
January, 1976 
• 
" 
The Commission on the Status of 
both statistical and anecdotal, 
women on the Vanderbilt campus. 
aimed at improving the status of 
final report to the Chancellor. 
Women has gathered a great deal of information, 
since 1972 from staff, faculty and student 
On the basis of this information, recommendations 
all women at Vanderbilt will be made in our 
The Commissi.on itself is structured in such a manner that it will no longer 
exist to follow through on its recommendations. 
We therefore recommend the following, for consideration by the Chancellor, 
before our final report is submitted. 
I. WE RECOMMEND 
A. That the collection of statistical data on the status of women at 
Vanderbilt be continued on a regular basis under the jurisdiction of 
the Equal Opportunity Office. To carry out that task efficiently, it 
would be necessary to provide full-time secretarial help to that office. 
B. That the University establish a Women's Office or Women's Center. The 
primary function of such an office would be: 
To serve as the clearinghouse within the University 
administration for the receipt and expression of women's 
concerns. 
The office would serve: 
1. To provide liaison between employee, student and faculty 
groups or offices that are now charged wit~ or interested 
in improving the status of women on campus (e.g. Office 
of Student Services, Staff Councils, Office of Career 
Planning and Placement, University Ministry, Women's 
Studies Committee, Personnel Office). In this manner, 
Vanderbilt would be able to work toward a comprehensive 
and coordinated program (both in terms of staff and 
finances) to serve the needs of campus women. For example, 
the center would co-sponsor conferences of interest to 
women, share films and speakers campus-wide, and sponsor 
projects bringing together several of the above groups. 
2. To continue to articulate the needs of women, as those 
needs change, and make recommendations to the appropriate 
University offices (e.g. a channel for women to have input 
into campus life and University policy). 
3. To provide a legitimate voice in making recommendations 
and helping to implement them. This would include the 
recommendations that will be made by the Commission in its 
final report this year. 
Midyear Recommendations 
4. To provide a resource and communication center for the cam-
pus on affirmative action issues and women's concerns in 
general. This would include campus, national and international 
issues. One potential channel would be a monthly newsletter 
such as the one published by the University of Wisconsin 
Office for Women. 
5. To aid, in whatever ways possible, the collection and 
interpretation of data by the Equal Opportunity Office. 
6. To help raise the consciousness of the University community 
as a whole--a necessary step for implementation of a success-
ful affirmative action program at Vanderbilt. 
7. To advise on the allocation of contributions to Women's 
Studies and/or Activities through the annual Living Endowment 
Campaign. 
Structure of the Office: 
To be staffed by one full-time professional and a full-time 
staff assistant (preferably to be recruited from present 
Vanderbilt clerical/secretarial staff).* 
To be aided and advised by a standing university committee -
made up of staff, faculty and student representatives, with 
regular meetings. 
To be responsible directly to the Provost-Executive Vice-
Chancellor. 
To be housed in an existing facility. 
To have its own budget for operations and programs. 
Models for such an office or center: 
University of Wisconsin, Office for Women· 
Converse College (South Carolina), Women's Center. 
Tulane University, Newcomb Women's Center (this center opened 
in the fall of 1975 with the help of $53,000 from alumni 
and a continuing pledge of alumni support). 
* We wish to make it clear that this position is not meant to insure a 
continuing job for our coordinator, but would be a position for open 
recruitment. 
2 
Midyear Recornmendations 
II. WE RECOMMEND that the University make available to the College of Arts 
and Sciences authorization and funds for a new faculty position, to 
be designated as a joint appointment between a department of the College 
and the Cornmittee on Women's Studies, at the senior level. Approxi-
mately one-third to one-half of that position would be assigned to 
Women's Studies. 
WE RECOMMEND, reaffirming the recornmendation of the 1973 interim report, 
that the University make possible new appointments of women at the 
highest rank of professor or distinguished professor. 
Due to the fact that a) the 1972-73 Child Care Feasibility Study showed 
a need on the Vanderbilt campus for a child care facility and that 
b) the initial returns from our Child Care cards indicate that the need 
is still there for all age children, 
WE RECOMMEND that, as an interim solution, there be a cornmitment from 
the Office of Operations and Fiscal Planning, or other designated 
department, to explore specific alternatives for child care and plan 
for a facility for the fall 1976 semester. The Cornmission on the Status 
of Women will cooperate in whatever ways possible. 
WE RECOMMEND that the University make Vanderbilt's Affirmative Action 
Plan public to the University community. 
WE RECOMMEND that the University create a comprehensive and uniform 
system of data collection for affirmative action purposes. Data on 
applications, admissions, financial aid, drop-out rate, degrees and 
job placement should be kept, in a summary form, by department, sex and 
race. 
WE RECOMMEND that in accordance with a commitment to affirmative action 
and general societal change, the University change its form of address 
policy to alumni as rapidly as possible. We recommend that mailings to 
alumni go out to individuals and not to couples, so that contributions 
are credited accurately. We also recommend that alumni be addressed by 
their first names and not by title (Prof., Dr., Mr., Mrs., Ms.) unless 
otherwise requested by the person involved. 
VIII. WE RECOMMEND that there be a seminar held for all upper-level administra-
tors, by an outside professional trained in group process, for purposes 
of examining their own attitudes toward women. The Cornmission would be 
willing to recommend prominent national authorities for conducting that 
workshop. Princeton has established a precedent for this type of work-
shop for top university administrators. 
IX. WE RECOMMEND that the Chancellor give consideration to appointing more 
staff members, especially non-administrative staff, to serve on Univer-
sity committees to make use of their valuable potential input into 
University affairs. 
X. WE RECOMMEND that as part of the annual Living Endowment Campaign there 
i be a printed entry on fund-raising pledge cards for Women's Studies and 
Activities--to encourage consciousness of, and financial support for, 
the women's studies course and other women's concerns at Vanderbilt. 
3 , 
Midyear Recommendations . , 
XI . WE RECOMMEND that the Equal Opportunity Office at Vanderbilt be given 
a full-time secretary. The office could greatly improve its service 
to the University community with such help. 
XII . The Commission is pleased that the 1973-74 recommendations in regard to 
the Office of Career Planning and Placement have materialized: an 
Assistant Director of Career Planning and Placement was hired, the name 
of the office was changed to its present form, and the off ice has moved 
to larger quarters. However, given the entrance of women into fields 
previously not open to them, and given the current job market, it is 
essential to have a broadly oriented program that would enable the offi ce 
to engage in outreach activities. These would include bringing out-
standing women to campus to speak about career experiences and sponsor- • 
ing programs and workshops to better prepare women students for a 
changing occupational structure. This past year more women than ever 
have come to that office seeking counseling. 
WE RECOMMEND that the University fund a staff person who would create 
a wide-range program for women on career opportunities as outlined 
above. In the past the office had Venture Fund money and we recommend 
that new money be appropriated. 
WE RECOMMEND that the University, .through the appropriate office, make 
a commitment of funds to equalize access to athletic facilities for men 
and women on this campus. We recommend that either: 
A. Wesley Hall be closed as an athletic facility and that facilities 
at Memorial and McGugin be expanded, or 
B. Wesley Hall be completely renovated, so that it is both secure and 
clean, to be used as an athletic facility for that side of the 
campus for both men and women equally. 
WE RECOMMEND that the offices of men's and women's athletic programs 
centralized to facilitate joint decision-making and equal access to 
clerical help. 
.~ . \.; ..... 
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Vanderbilt UNIVERSITY 
INTE!i.-OFFICE CORRESPONDENCE 
Date: February 9, 1976 
To: Mary Lesser, Coordinator, Commission on the Status of Women 
From: Office of the Cha.ncellor 
Sr,bjcct: 
Thank you very niuch for the Midyear Recommendations dated 
January, 1976. I also appreciated our conversation with Nina Gove and 
Jan Belcher on February 4. 
I understand from our conv ersation that it would be appropriate for 
me to suggest how consideration of the fourteen recommendations 1natle can 
best be expedited. As you know from my com.ments, I think that soml'! of 
them need h:chnical appraisal of their feasihility and consequences and t he 
possibility of implementing many of them will depend ou the availability of 
rrionies from presecit or new sources, or finding alternative ways to achieve 
the same goals. 
I. 1 macle informal suggestions of inquiries you might put to 
Vicc ... Chancellc:r Pllr<ly that n-1ay bear on achi.eving the principal goal of this 
rcconnnemlation: establishing an. office to s~ rve as the clearinghcu.se within 
the University for the receipt and exp:res sion of wornen' s concerns. 
II. I note that you have se11t a proposc>.l to Dean Voegeli of the College 
of i\rts and Scif'rice dated January 27, 1976, that a new faculty posi.tion be 
establii:ihed as a j() i n t <1.ppoi.nt.ment between a departrnent of the College and th~ 
Committee on \'fome11 1 s Studies. 
Ii!.. Reaffir:::liing the Univerdty 1 s aspiration to rnake new appoirJtmcnts 
cf women at the highest rank of professor and distinguished professor would seem 
tu offer no difficulty. 
IV. I f.luggest y·ou explore this recommendation for a chil<l care facility 
VJith Vice-Cbanctdlor l\.aludi.B. 
V. You c.-;ul<l <Hlvance this reco1nm<:ndati0.n, that the University rnal--.:: its 
/dfirrna tivc l\c1.~on Pl::.in ptll.1lic* by <-!xplCJring with Mr. M•,.ll'ray the clerical <t.nd 
ott,f'r step~; J;r~c:1;Sf:lary Vi do this. When the length ~1nd ti::l t urc of 1bc clocurr1~·nt 1·0 
be published ;;1 re knov.111., conversation~ could usefully be held \.t.itb Mrs. Wilcoxon 
and Mr. McGaw about the . ~>est vehicle-~l\fiSuming p11blii:ci.iion is indeed feaf"ibl.e. 
• ,.
Mary Le ss er February 9, 1976 
VI. The r c currn n cnda tion that the University crea te a c ornpr e h e nsivc 
a nd 11 n iforIY1 sy s t c n1 ,,f d a ta collectio n for affirn1a tive action purposes will 
rc qlii i ·r. ;,_ 111orc c l ;:i li ura t. c: se t of sp e cifications than s e t for th in the Midyea r 
Rcconnn<~ndations. Sin ce t he Cornrnission has been wor ki n g with these d a ta 
rnn rf' i111ir n ;itc ly th a t an y one else, a fuller staten1ent of what the Cornrn b s ion 
think .•; 1; l1 o ulcl be done, a nd who sho uld do it, would be useful. 
..,. VII. The fcaf1ibilily and consequences of changin g the ways th e U n i vcr~ 
s ily <J.rlc.lrc'ss e s it.I; rt. lumni (;:i s individuals and not c01..:ples, ;1 ncl w ithout titl e 
cx ' ·cp! \vbc i·e requested ) should be explored ,,...·it]-, Mr. Poindext.c~:i.· ar .. cl hi s 
<i E: Goci <1 t ·:: s in tb c Office of ./\ lumni anc.1 Devebpn1e nt. 
VIH. The :recon n nencla.tion that a seminar be held for upper-kvel 
a dministrators to e x amine their attitudes toward women 'Nill, I think , n ee d a 
fuller pn:i; entation and jus tification before it can he corn; ider c d adeq1:at e ly. 
IX. Th C' rc~cOJnrnenda tion that the Chanc1.~llor g iv e . c c.-'n s id e r <::. ti o n to 
;:i pp (l in1in g 1-:1ur c 1; t ;c1fr rnc'rnbers .to serve on Univc~1·Gity cc•rn rnitte cs will c a rry 
1~rc;:.tc1· weigh t if half a doz:cn illustrations could be given. 
X . The fcasilJilit.y and def;irability of including an entry for Wcn'n c n? s 
~:>tudil'I; a nd Activiti c.:; on the Living Enduwment fund-raisin g plec.l g e c.:.~:rcls 
i:;ho\1 ; d 1JC• expl(Jr c d with Mr. Poindexter and his associates. Who, is it t h o u.ghl, 
woulcl control :HH.~h 1nonie s? 
XI. The Equal Opportunity Office is l.tself the plac~ to initiat e a rcqu~st 
for <' full-tin1e :H~crctary, with docu1nentation of the need. 
XIJJ. Th.c n: :::onirn e ndation f•Jr equalizing acces s Le ~,:.hleti.c fo.ci.L.ti.cs d . i1 d 
~improving then1 c an best be dis~usse<l with V.i.c:e-Chancellur Pnrdy • . 
:XIV. The reconin1vrir.lation that the offices of nien 1i.; ·1.11d \von1cn'.:~ a 'cl i •. c l ; l 
p1·01'.r<1n1~: i:Jl'. ( r~ntraliz..c:d can also lJe hcHl discussed with Mr. Purdy. 
I 1rni~;'.cf·t th a t you follow up these propos :1 Js , if you 'Ni.: ;h, in thew<'~•:: 
~:'.1g;•,c·sierl abrJV<' . nudgcl f;tring~ncies will he c '.'\ !: r c.: rn cly !j (.'\ ' t' re fo :.· L;i(.; c:))ll~rl.~4 
<1C< 11lr:F1i c yc;1 r ci n •I inr~cn•1jty v; ill lie ncf' dcd t.u ad d ac1diti o 11al ~;c·rv!~1':; rt11rl 
f11n c 1\011 :-. / \ 1-; Y' '.i pCJi11t 0111, th P C()n1n1i:;Ri()11 (: n th e S1<.1l11 [; u f \\Tu111c~•1 l:a :: .1 
l i r 11 i l1 :d lc!nu1 ·<., C) i ane,1 ·:; 1bat; ari~ f iJ be eff<1ctcd fl:)o 11ld b e rn:\ d (: pcirt n [ 1J,, · <• ll ;'. ' 1 
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Alexander Heard 
Chancellor 
Kirkland Hall 
Dear Mr. 
23 February 1976 
' 
appreciate having had the opportunity to meet you to discuss 
the progress of the Commission to the of Women at Vanderbilt, and 
to present our midyear reconnnendations. Thanks, for your prompt written 
response to the recotmnendations. 
intent, as discussed at the meeting with you on February 4, was 
to present for consideration in hopes that some im-
plementation might begin this semester. 
We shared your letter with the members of the Commission on February 
l~ and 19 and many in the group expressed concern. Our understanding of our 
charge was that our function was to study the status of women at Vanderbilt 
"University and to make recommendations to you, based on our findings. It seems 
to us that by acting on your suggestions to meet with various Vanderbilt ad-
ministrators to attempt to implement our reco1r111endations we would no longer be 
a Commission but a working committee. 
While we appreciate the opportunity to perform tasks that may serve 
in the best future interest of women at Vanderbilt we do not think we can per-
form both the functions of the Colllllission and those of a working con9ittee and 
complete our report and dissolve by September 8. 
Our most basic priority and one concerning which we request your per-
sonal commitment is a Women's Office. Our study has led us to the conclusion 
that nothing short of such an off ice will be able to implement the reconnnenda-
tions which are of critical importance. It will also show the good faith of 
the administration toward the advancement of women At Vanderbilt University 
which both the law and moral obligation support. 
We are flexible intoerms of how the Women's Office would be structured 
and staffed. We request the opportunity during these remaining months of the 
life of the Commission to work with you on this matter of greatest concern to us . 
11le proper setting up of this office is the single most important 
matter to us and must, we feel, be completed before the Commission dies. 
We hope to hear from you soon. 
Sincerely, 
Mary Lesser, Coordinator 
Miss Mary Lesser 
Box 2557, Station 
Vanderbilt University 
Dear Mary: 
T E LEPHONE (615 ) 32 2 -7 3 11 
In my response to the midyear report of the Connnission on the 
Status of Women, I suggested that a number of the recommendations 
should be explored with University officers whose responsibilities 
are relevant to the issues. Would you please inform members of the 
Conunission that I have sent to University officers the reconnnendations 
appropriate to their responsibilities and have asked them to write 
their cormnents to me2 
I trust this will generate information that will guide us on how 
to proceed. 
s~\:r~~ 
Alexander Heard 
1 
'· 
 UNIVERSITY 
) f -
' \ 
._10~ 
Date: July 13, 1976 
. 
To: Don McDowell, Gerard Halek, Nicholas Hobbs, J ean Jameson, William Towle 
From: 
Subject: 
The Commission on the Status of Wo1nen has recommend ed to rne that 
the University consider e stablishing a child care center for the use of fa culiy, 
staff, and students. Th e Commission, with the help of Mr. Kaludis, conducted 
two surveys during lh e past several months to estimate the d egree of interest. 
The results of thos e ques tionnaires (copies attached) suggest sufficient 
interest Lo warrant inves tigating the rnatter in d e tail. I am therefore asking 
you to serve as an ad hoc committee to conduct such an investigation and 
give me your recommendations. 
The cha rgc to the committee: 
I. Review existing information compiled by the Commission and 
the siudy entitled "Child Care Feasibility Study 1972-73" prepared by a c 01n-
mittee chair e d by Mr. Hobbs. 
2. Review existing legal requirements for operation of child care 
centers in Tennessee. 
3. Develop a plan of implementation to include space and personnel 
requirements and financial feasibility. Whether a center if financially 
feasible is a crudal aspect of the matter. Several alternatives might be 
reconunendcd depending upon timing and space availability. Th e plan should 
outline criteria for e ligibility to utilize the center and should include 
reco1nmenda tions for the center 1 s location in the administrative structur e 
of the University. 
The members of the Commission on the Status of Women will, 1. am 
certain, be willing to assist the committee. I hope you will acccpf this 
assignment with Mr. M c Dowell acting as chairina.n. I hope you can have a 
report. completed by August 31. 
A. H. 
nr 
a ttachmcnts 
cc : Ms. Mary L <':;s c·r, Vicc -Chancello rR, :ind D eans 
This is tlte Commission on the Status of Women's second step in our childcare endeavor . 
Pl .ease fill out this questionnaire completely--we are trying to find out how many cl1ill 
wou]d be ready to start at a childcare facility on the Vanderbilt campus this coming f a 
In order to return the questionnaire to us by campus mail, simply cross out your name o 
the back and write in: Connnission on the Status of Women, Box 2557-B. Thank you. 
Please disregard the code numbers in parentheses next to the responses. They have noth 
to do with answering the question. Thank you. 
3. Do you plan to have a child (children) within the next two years? Yes No 
4. How much do you think is reasonable to pay per child per week for childcare, if the 
service were used five days a week, eight or nine hours a day? 
Cost Per Child (Check one) .. ----
l' 
no cost I (1) 
$.01 $4.99 '3 (2) 
$5.00 - $9.99 'l (3) 
$10.00 $14.99 ?. s (4) 
$15.00 - $19.99 J.7 (5) 
$20.00 $24.99 -:2 l (6) 
,...1 
$25.00 $29.99 l 6. (7) 
.~ $30.00 - or more '2- (8) 
5. Put a check(.,./) beside each of the following sentences which is true for you. Yo 
may agree with more than one of the sentences. 
I need a childcare service that is open (check as many as you want): 
l/B A between 7 a.m. and 6 p.m. on weekdays (Monday through Friday) 
I'/ B between 2:30 p.m. and 11:30 p.m. on weekdays (Monday through Friday) 
.3 C between 10:30 p.m. and 7:30 a.m. on weekdays (Monday through Friday) 
/-Z- D on the weekends (Saturday a.nd/or Sunday) I need a childcare service at the f ol.l 
times: SATURDAY: 
--------------------------~ 
b3 E I occasionally need a childcare service on weekends 
75 F 1 need a childcare service where I can leave my child before work (or schoo l) a 
pick him/her up after work (or school) 
(My working hours are from to and/or my working hours chanf 
regularly ) 
6 G The times I need someone to look after my child are different from wee~ to wecl 
because I work on a swing shift. 
/ 8 H I need to leave my child (children) with someone at a moment's notice, without 
making plans beforehand. 
I/ I I only need to leave my child (children) with someone for a f ew hours a day 
--(generally, less than 20 hours a week). 
// J __ l need a childcare service occasionally ancl not on a rcgul .:11· bas is. 
/ 0 K __ Other (please specify) 
6. Please indicate the current ages of t6ose chil.dren you would pl ace in a c L·ntcr 
sponsored by Vand~rbilt in September, 1976 (if the center were t o be opt·n l n t: 11 -. , 
!tf'cwf-; o-i. : '(~ lr~sc/,J.)<1/ 1--~ •· /0? l j[ i ~ :--
VANDERBILT UNIVERS TY JUN 1 1976 
NASHVILLE, TENNESSEE 37 3' TILBPHONB (61') 322-7311 
Ref. to 
File ______ ~---
·------------' Commission on the Status of Women 
Chancellor Alexander 
207 Kirkland Hall 
Dear Mr. Heard, 
Box 2557-B 
31 May 1976 
As you are aware from our midyear reconunendations, the Commission on 
the Status of Women has been actively engaged in exploring specific alterna-
tives for a childcare center at Vanderbilt, to open in September of 1976. 
Our initial contact was with Vice-Chancellor Kaludis. We continued 
to work with him as you suggested to us in your response to our recommenda-
tion IV. At this point we have established cont.act and are working with 
Director of Operations McDowell. We have been and are i n concurrence with 
that orfice on the need for a childcare center. At their request we have 
done a number of things: first, we administered a survey to all employees, 
faculty and graduate students to identify the childcare popula tion. The 
results were: 2,000 cards returned; 535 children of childcare age; and over-
whelming approval of a center from people with or without children, whether 
or not they would personally use the center. Second, we administered a 
follow-up questionnaire to those persons with children of childcare ages. 
Its purpose was to determine the exact age distribution of the children, the 
hours of childcare need, and · how much parents were willing to pa.y for such a 
service. In addition we asked how many persons would be willing to commit 
themselves to using a Vanderbilt Center were it to open in September, 1976. 
The results of that survey were: for parents willing to conunit themselves 
to September, 1976, 154 pre-school children (45 infants, 109 two-to-five-
year-olds), 43 after-school children, and a range of from fifteen to nine-
teen dollars per week for the hours of 7:00 a.m. to 6:00 p.m. Third, we had 
discussions and meetings with Do-ris Fawcet.t, Director, Child Care Division, 
Department of Human Services. This was to find out the exact requirements 
for licensing and to determine a basic budget. Documentation wa s submitted 
to Mr. Kaludis on 6 April 1976. A copy of the material, with an addendum, 
is enclosed for your convenience. 
The need for a childcare center at Vanderbilt has been demonstrated. 
The studies have been completed and the budget feasibility work is being f i-
nalized in the Office of Operations and Fiscal Planning. Since the planning 
work is completed we need to move to implementation. It is i mportant thar 
the center be made a top priority. We are requesting this commitment now 
even though we are aware of the transition in the Office of Operations and 
Fiscal Planning. There are a number of reasons why a delay of even two l o 
three months would be detrimental. One is that most day care centers ope r-
ate on a year-long basis; parents must plan now for arrangemc11 l s next yQ.:tr. 
In addition, we would most likely be abl e to a ttract qualifJ~d s tn f f for 
teaching if we conform to the school calenda r. Finally, an u 1·10 ::; t cruc Li 11 y , 
the people who hav~ been very actively involved in plannin g up until th i s 
point are availabie now. A delay will mean that other comm i t·me>nts wi 11 .i 11 tcr.-
fere. Since we hi:we done the groundwork and .~!..~ able to ac t now we sho t; J cl 
use that momentum. 
In our close work with the Off ice of Operations and Fiscal Planning 
and specifically now with Mr. McDowell, it has been suggested by Mr. McDowell 
that the Chancellor's Office set up an ad hoc committee on implementation 
of the childcare center. This committee would have the responsibility for 
site preparation, search for a director and teachers, and planning of food 
and health services (according to regulations set by the Department of Human 
Services, Child Care Division). One or two members of the Commission on 
the Status of Women subcommittee which has worked on the issue thus far 
would be happy to be part of such an ad hoc committee. They are Mr. Jerry 
Halek of the Counseling Center and Ms. Jean Jameson of Housekeeping. We 
would like to suggest that Mr. McDowell chair such a committee and that Mr. 
Nicholas Hobbs be considered an additional member because of his efforts on 
the issue in the past. 
We would appreciate your attention to this as soon as possible. 
Sincerely, 
y~~ 
Mary Lesser, Coordinator 
Commission on the Status of Women 
Financial ConsJd erations for Pro Forma Model of Ch i ld care Fee Schedule 
Texts: Standards for Day Care Centers, Tennessee Department of Public Welfar e , 1973 
Child Care Feasibility Study, 1972--73, Vanderbilt University, 1973 
The first question to be approached in determining the number of staff, 
classrooms and amount of equipment necessary in providing ch i ldcare is the numb er 
of children to be served. The 1973 study showed 504 children who might use a child-
care facility; the 1976 Commission on the Status of Women study showed 561 children, 
plus 56 other children which might be expected from aboµt 700 unsurveyed employees. 
The 1976 total would be 617 children. Of course, actual users of the faciJity nave 
not been determined and the task of establishing a stable population i s not fully 
possible at this time. A survey which will obtain this necessary figure has b een 
constructed. In the meantime, some preliminary guess would seem neces sary to beg in 
the process of planning the facility. 
The costs of staff salaries are dependent on the State r egulat i ons a s 
to adult/child ratios per specified age intervals. Table III of the CSW s urv ey 
shows 143, 142, and 144 children in the day care groupings of 0-2, 3-4, and 5- 6 
year intervals, respectively. 
Ratios for children under 2 are: 
Age Reguired 
under 1 1/5 
1 1/6 
2 1/8 
mixed 1 & 
2 1/6 
Ratios for children 3-4 are: 
Required 
3 1/10 
4 1/15 
Ratios for children 5-6 are: 
Age Reguired 
5 1/25 
6 1/30 
mixed 3-5 1/15 
mixed 4-5 1/20 
Size 
Desirable 
1/8 
1/10 
Desirable Maximum Group 
1/15 25-15 
1/20 30-20 
1/12 20-15 
Using tl1e State ratios and the CSW survey figures for day childcar e , and 
as suming a firm responF:e of 50% in terms of actual facility use, we could gues s 
that 71, 71, and 72 children might use the facility in the 0-2, 3-4, and 5-6 a~c 
i ntervals, respectively. Using required ratios the facility would r r quir e 12 a dul t s 
to care for 6 groups of 12 children in the 0-2 age interval; 8 adults to ca r e f o r 
4 groups of about 18 cildren in the 3-4 age interval; and 4 adult s to care for 4 
groups of about 18 children in the 5-6 age interval. The facility would, tlicr C' f o r c! , 
need 24 adults to care for 214 children in 14 groups. 
Personnel. ; The State req11ir es tha t t he direc tor of n c lill dc:in• L1 c: i l i L•, 
mu s t have a high school diploma and two years of work experience wjt h clii l dr cn , or 
have graduated from a four-year college or university. Other r ec ommc n<l (> d qualit i c!' 
are list ed (p.8) in St<l_1_1d ards. The feasibility study reconunends a s a lary range 
of $9,350-$11,550 for the director, and $6,~00-$7,700 for teachers; $4,400-$5,500 
for aides. Current actual salaries are $7,000-$9,000 for Director, and about 
$5,000 for Teachers or Aides. Using the feasibility study figures for salaties' 
ranges, and the needed number of staff (24 adults, 12 teachers and 12 aides), and 
the Director's salary, a minimum of $141,350 would be necessary for personnel 
salaries. 
Equipment: The feasibility study conforms to State requirements in selec-
tion of equipment (p. 153-167 of the feasibility study). A range of $14,067.75-
$9,242 is reconunended for their suggested facility which would care for a child 
population of 257. A further survey of educational style and current equipment 
costs would be necessary for any greater accuracy. 
Buildings ~~~pace: The State requires 30 square feet for each child 
indoors, and 50 squa r e feet outdoors. For our population of 2i4 children in cl ay 
childcare, 6400 square f eet would be necessary. Outdoor space would be calcula t ed 
according to outdoor pl ay schedule usage. 15-21 tc~lets would te needed according 
to State ratios. Fencing around all play areas is also required. For day child-
care 1 meal and 2 snacks daily are necessary. Portable facilities completeJ.y 
satisfying State requirements list $18 per square foot as a current price. The 
rough total cost of the facility, meeting State space requirements for 214 children, 
would be $115,200. 
A total cost for personnel, equipment, and physical plant at minimal levels 
is $265,792. The cost per year for each child would be $1,242, or about $24 per 
week. Other costs for insurance, mainte.nance, janitorial services, etc. have not 
been calculated. The above figures, also, are not reflecting the educationa l styl e 
of any proposed facility or director/staff, but ar~ a minimal cost based on State 
requirements and CSW survey results and feasibility study suggestions. More accu-
rate population figures, and personnel and subsequent equipment/facility dat a are 
necessary. Surveys to determine the child population are being administered. 
Since the above was submitted we have obtained some follow-up statistics: 
45 0-2 years old children ready for Fall, 1976 
109 2-5 years old II II II " II 
44 5± years old II II II " II 
II. 3 were willing to pay $5 
9 II " " II $10 
25 II II II $15 LWe.J\ 37 II II II $20 \u-· 
31 II " " $25 
16 " II " $30 
2 II " II $3o+ 
III. 118 need child care from 7:00 a.m.-6:00 p.m., Monday-Friday 
14 " " II II 2:30 p.m.-11:30 p.m., Monday-Friday 
3 II " " 10:30 p.m.-7:30 a.m., Monday-Friday 
i2 II " on weekends 
ti9 " other various irr egula r, par ti.al, and oc c:1 s io na l t j ire.<; 
·: - _, 
... ··-
... 
Chancellor Alexander Heard 
Kirkland Hall 
Dear Mr. Heard: 
Last January as you recall the Commission on the Status of Women at 
Vanderbilt submitted to you a midyear report with reconunendations. 
We very much appreciated your detailed attention to the reconunendations 
and the progress that has been made on some of the issues we raised. 
We were pleased especially with the report we received from those 
members who met with you recently concerning the establishment of a 
day care center at Vanderbilt. 
You suggested in your letter of February 9 responding to our recommendations 
that the Commission itself further explore many of the recommendations. 
That is, you viewed us as a working committee as well as an information-
gathering Commission. Now that our report is mainly behind us, we do see 
the next step to be the creation of a working group. Unless a mechanism 
is created to allow a follow-up of our findings, we fear that the work 
of four years will not be realized and that our momentum will be lost. 
We are concerned above all else that the momentum we have gained, 
particularly this year, not be lost. Those members of the Conunission 
who have served for several years have been amazed and heartened by the ·• . progress this year, and those who have more recently joined have been 
part of a lively and productive process which will issue in a final report 
to be submitted to you this July. The central reconunendation of our report 
will be one that we made in the midyear report -- a recommendation for the 
establishment of a permanent Women's Office or C~nter. The details of 
that recommendation are included in the midyear report. We feel that the 
establishment of such an office or center staffed by a full-time 
professional would be the most effective way of continuing the progress 
already made. 
We are concerned most immediately with what will happen next year. The 
Conunission and the office of Coordinator will terminate on September 8 
unless steps are taken. Whatever may be the outcome of a decision for 
the Women's Office or Center on a permanent basis and of the scope we 
are suggesting, we wish to request that for next year the office, budget, 
and present Coordinator be continued (with the assistance of a small 
committee rather than the full Commission). Although such a small 
operation could not do all the things outlined under the reconunendation 
for the Women's Center or Office, it could do much and it would give you 
and your advisers time to consider the question in more depth. 
We make this recorrunendation with the unanimous and enthusiastic support 
of the Commission members. We do so especially in light of the fact that 
we have ascertained that Mary Lesser would be available to continue as 
Coordinator. We are attaching a list of her activities for the year which, 
on any accounting, is impressive. She was hired to coordinate the 
Conunission's report andJat the time of her appointment, the Commission 
feared that this task could not be accomplished in a year's time. Not 
only has she engineered the report but she has engaged in many other 
kinds of activity which we believe have significantly heightened the 
visibility of Vanderbilt as a University concerned with the status of 
women whom it employs and educates. We feel that we have a unique 
opportunity at a modest cost to continue Mary Lesser and a small office 
to implement some of the Commission's recommendations and to maintain 
and increase the momentum gained this year. 
No significant changes are being requested from the past year's pattern 
of personnel and budget--the budget would be spent differently (more on 
programming, for instance) and the time of the personnel would be spent 
differently (with the report over, implementation could take place). We 
are requesting that you continue what we have had this yea~ as we feel 
that it has been very effective with even greater potential for next year. 
We thank you for your attention to our request and we hope that it will 
meet with your approval. If you can continue Ms. Lesser and the office, 
it will be a significant interim step acknowledging the single most 
important recommendation of the Commission • 
.. 
Sincerely yours, 
Commission on the 
-
COMMISSION ON THE STATUS OF WOMEN 
Proposed Budget Sept. 8, 1976-Sept. 8, 1977 
Budget: 0000-3286 
Full-time Coordinator (Staff Asst. IV) $13,125.00 
Benefits (12.5%) 1,641.00 
Secretary (10 hrs/wk) 1,620.00 
Benefits 203.00 
Rent and Utilities (1.44/.;q.ft.) 172. 80 
Telephone (local) 130.00 
Telephone (l.d.) 150.00 
Miscellaneous Expenses (supplies) 200 . 00 
Postage 50.00 
Duplicating and Xerox 650.00 
Consultants 300.00 
Program 900.00 .. 
Travel ( administrative) 250.00 
Computer Consulting (progranuning) 50.00 
T<JrAL $19 ,441. 80 
Budget Explanation 
The work of the Conunission on the Status of Women for the year Sept. 1976 -
Sept. 1977 would include the following: 
1. Re-structuring of present Commission into a working committee or Task Force 
for the implementation of its midyear and final recommendations. This 
would necessitate budget appropriations for consulting, program and 
duplicating. 
2. Data collection and analysis on areas or topics deemed necess ary for 
continuing compliance to Affinnative Action legislation or for 
appendices to the Report of the Commission on the Status of Women at 
Vanderbilt. 
Commission on the Status of Women 
Proposed Budget 
3. Maintenance of an office for correspondence and phone calls. 
Items 2 and 3 involve the normal budget appropriations for operation. 
The salary of the full-time coordinato~ includes a 5% cost-of-living 
adjustment over current salary. 
Any funds remaining in the current budget (written through Sept. 8, 1976) 
can be applied against the new budget. 
, 
2 
Activities of Mary Lesser, Coordinator, Commission 
on the Status of Women at Vanderbilt 
A. Special efforts in the course of compiling information on the 
Status of Women at Vanderbilt: 
1. Held brown bag lunch meetings with staff women in every 
University department (about 40 meetings) as well as 
with graduate women. These were an inportant source of 
information on women's experiences and attitudes and also 
increased the visibility of the Commission on campus and 
facilitated its work. 
2. Obtained materials necessary for the work of the Commission, 
such as the status of women at other universities and the 
AAUP data on the availability of women Ph.O;'s. 
3, Organized a workshop for Commission members with Sharon Lord, 
Associate Professor of Educational Psychology at University 
of Tennessee, Knoxville, and a former member of the President's 
Commission on the Status of Women at that University. 
B. Initiated and/or participated in efforts to improve the status of 
women at Vanderbilt: 
1. Worked with the women students' athletic board to help make 
women mo.re aware of campus athletic facilities that are 
available to them; distributed an information sheet on these 
facilities, with subsequent marked increase in use of the 
facilities by women. 
2. Was readily available to and has held many meetings with 
individual women. Because of greater visibility of the 
Commission this year,· women have increasingly come to 
depend on the office of the Commission as a resource, e.g., 
as a source of information in job-seeking or on women's 
issues. Three students this semester used the Commission 
files on affirmative action and Title IX in writing term 
papers. At present the Commission office is probably the 
best single source of information on these matters. 
3. Worked with Walter Murray on developing an affirmative action 
form that would facilitate documenta . .U.on of affirmative action 
procedures in departmental recruitment of faculty and 
participated in a meeting of administrators on this matter. 
4. Initiated procedures and collaborated with University offices 
to accelerate the inception of a University child care center. 
5. Was invited to participate in developing a Personnel Office 
workshop to help supervisors become aware of biases in the 
personnel hiring process that are not in line with affinnative 
action. 
6. Was invited to serve as a member of the Title IX Committee. 
7. Participated in discussions with the Graduate Dean's office 
concerning disbursement of the Ethel Mae Wilson funds for 
graduate women. 
8. Stimulated SGA speakers' program to invite a woman as one 
of the speakers (Gennaine Greer was chosen by SGA). 
9. Worked with the Vanderbilt bookstore to increase and 
the selection of books on women's issues. 
10. Worked with JUL in settting up an exhibit on women in 
literature. 
11. Lectured in Women's Studies 150. 
C. Participated in other activities serving Vanderbilt and Nashville 
women: 
1. Took part in the organization and planning of the Nashville 
University Women's Council (representing nine schools in 
the Nashville area plus NUC and JUL) whose purpose is to 
coordinate joint programs of an infonnational nature for 
women: 
a. Prepared a resource list by areas of specialization of 
women available for faculty and administrative jobs and 
of organizations that can be used as resources in 
finding women for recruitmens and is at present working 
on .a similar list for graduate women. 
b. Organized luncheon with Sharon Lord as keynote speaker. 
c. Will hold workshop on Title IX this month. 
i. Coliaborated on activities held in conjunction with International 
Women's Day. 
(Both 1 and 2 give Vanderbilt visibility and a role on women's 
issues in the Nashville educational community) 
3. Initiated setting up an exhibit of women's art in Sarratt for 
two weeks in conjunction with International Women's Day. 
-
4. Offered a course on Women's studies at the Free University. 
D. Other 
1. Has kept informed on literature on women's issues . 
2. Has built up and maintained a file of pamphlets and xeroxed 
material on women's issues. 
E. Future Potential 
1. Because of the increased visibility of the Commission on the 
Status of Women and the liasons with university of fices and 
other members of the university community established this 
year, Mary Lesser and the Commission office is already an 
existing resource for women (see B2 above). 
2. Because next year she would not be engaged in the preparation 
of the major Commission report, she could be even more of a 
resource for the University. 
VANDERBILT UNIVERSITY 
NASHVILLE, TENNESSEE 37240 
Ms. Jan Belcher 
Ms . Nina. Gove 
Chairpersons of the Commission on 
the Status of Women 
Vanderbilt University 
Dear Ms. Belcher and Ms. Gove: 
TELEPHONE (60) 322-7311 
Office of the Chancellor• Direct phone 322-2508 
June 29, 1976 
I do not see how we can grant the request contained in your letter of 
June 9. I recall clearly that all hands agreed when the Commission was funded 
for the present year that it was not expected that the arrangement would be 
continued. Moreover, with the present critical deficiencies in our operating 
budgets, I cannot justify creation of a new recurring function. 
I know of no one not fully sympathetic to the desirability of identifying 
and addressing the concerns of women in a continuing manner. I intend that 
we can accomplish this objective by assignment of responsibilities to persons 
now being engaged to fill the vacant post of Equal Opportunity Officer and the 
vacant post in Student Affairs. Mrs. Wilcoxon will continue available as a 
special representative of my office. 
I am asking Vice-Chancellor Surface to establish a continuing mechanism 
for addressing the concerns of women in the manner I have described. 
I very much appreciate the work of the Commission during this past 
year and we will seek to take advantage of the studies and recommendations it 
has made. 
AH:rns 
\ 
cc: James R. Surface 
STAFF APPENDIX 

LOCATION OF BROWN-BAG STAFF LUNCHES 
Coilllllission on the Status of Women 
1975-1976 
The lunches were held in campus buildings and the Medical Center, inclu-
ding Medical Center south and the Clinic Business Office on West End Avenue. 
Buildings, which included academic and non-academic departments, in-
eluded Alumni, Baker, Buttrick, Calhoun, Divinity School, Engineering School, 
:Fine Arts, Furman, Garland, Kirkland, Law School, Management School, McGugin, 
Medical Center (anatomy, anesthesiology, bi~chemistry, molecular biology, med-
icine, microbiology, obstetrics and gynecology, ophthalmology, orthopedics, 
pathology, pediatrics, pharmacology, physiology, preventive medicine, psychia-
try, radiology, surgery, medical records, clinic, clinic business office, 
nursing, central supply, housekeeping, laundry and linen, medical administration) 
Nursing School, Olin, Plant Operations, Rand, Sarratt, Stevenson Center, Vander-
bilt and Wesley. 
In addition, we held a final meeting inviting anyone who had been unable 
to attend the ones previously scheduled, or any group we had missed. We also 
met with women deans and administrators, and held two follow-up meetings at the 
request of specific departments. 

APPENDIX 
TABLE I VANDERBILT UNIVERSITY 
FULL-TIME STAFF* 
PERCENT FEMALE BY JOB TITLE 
Job Title 
OFFICIALS AND 
ADMINISTMTORS: 
Associate Director I 
Assistant Department Director I 
Director I 
Unit Manager 
Assistant Dept. Director II 
Manager I 
Assistant Dept. Director III 
Director II 
Manager II 
Assistant Hospital Director 
Associate Director II 
Director III 
Manager III 
Vice-Chancellor 
PROFESSIONALS: 
Occupational Therapy Aide 
Writer I 
Writer II 
Artist 
Writer III 
Accountant I 
Athletic Trainer 
Information Officer I 
Accountant II 
Chemist 
Editor 
Dietitian I 
Educational Coordinator I 
Information Officer II 
Registered Nurse I 
Occupational Therapist 
Superintendent 
Female 
2 
1 
1 
5 
5 
i 
7 
4 
1 
1 
2 
2 
3 
1 
4 
2 
3 
6 
1 
1 
301 
JUNE 1976 
Male 
1 
1 
3 
10 
10 
4 
6 
3 
25 
2 
1 
1 
1 
2 
2 
1 
1 
1 
1 
12 
1 
9 
% Female 
100.0 
100.0 
50.0 
83.3 
62.5 
9.1 
41. 2 
50.0 
100.0 
0.0 
o.o 
3.9 
0.0 
0.0 
100.0 
o.o 
100.0 
100.0 
100.0 
100.0 
o.o 
50.0 
o.o 
0.0 
100.0 
100.0 
50.0 
50.0 
96.2 
o.o 
o.o 
* Excludes faculty, students, trainees, and New York payroll. Total number of 
employees in this table does not agree with other tables: some employees omit-
ted due to job title coding errors. Local 386, Laborers' International Union 
of North America listed separately. 
Source: Staff payroll records, Vanderbilt University, June 1976. 
TABLE I, continued 
. 
) I Job Title Female Male % Female 
PROFESSIONALS: 
Dietitian II 6 100.0 
Chaplain I 1 100.0 
Business Manager 2 o.o 
Registered Nurse II 5 100.0 
Registrar 1 1 50.0 
Dietitian III 2 100.0 
Registered Nurse III 25 1 96.2 
Registered Nurse IV 15 100.0 
Engineer 2 0.0 
Information Officer III 1 100.0 
Industrial Engineer II 1 0.0 
Teacher I 2 1 66.7 
Clinical Specialist 3 100.0 
Development Research Officer I 1 5 16.7 
Educational Coordinator II 6 2 75.0 
Anesthetist-Nurse 4 100.0 
Development Research Officer II 3 0.0 
Pharmacist I 1 3 25.0 
Pharmacist II 1 1 50.0 
Intern 7 o.o 
Resident 1 4 20.0 
Auditor 1 100.0 
Assistant Coach 11 0.0 
Chaplain II 2 0.0 
Coach 1 o.o 
TECHNICIANS: 
Darkroom Technician 2 2 50.0 
EKG Technician I 4 100.0 
Lab Technician I 3 2 60.0 
Research Technician I 2 2 50.0 
Scanner I 5 100.0 
Blood Drawer I 13 1 92.9 
Child Care Worker I 3 3 50.0 
EKG Technician II 3 100.0 
Lab Technician II 1 1 50.0 
Research Technician II 6 100.0 
Scanner II 1 100.0 
Nursing Technician 25 11 67.7 
Psychiatric Assistant I 1 5 16. 7 
Blood Drawer II 1 100.0 
Certified Nursing Technician 114 5 95.8 
Child Care Worker II 4 1 80.0 
EEG Technician 3 2 60.0 
Histology Technician I 1 100.0 
Licensed Practical Nurse 139 6 95.9 
Respiratory Therapy Tech. I 9 8 52.9 
Recreational Therapist I 4 1 80.0 
l 
TABLE I, continued 
I Job Title 
I 
TECHNICIANS: 
Sc1;1nner III 
Computer Operator 
Child Care Worker III 
Histology Technician II 
Lab Technician III 
Psychiatric Assistant II 
Research Technician III 
Medical Technician II 
Psychiatric Assistant III 
Electronmicroscopy Tech. I 
Respiratory Therapist II 
Research Assistant I 
Scanner IV 
Draftsman III 
Radiation Physicist I 
X-Ray Technologist I 
Radiation Therapy Tech. III 
Research Assistant II 
Medical Technologist I 
Electronmicroscopy Tech. II 
Respiratory Th~rapist III 
X-Ray Technologist II 
Electronics Technician I 
Nuclear Medical Tech. II 
Programmer I 
Radiation Therapy Tech. II 
Cytotechnologist 
Physical Therapist I 
Radiation Physicist II 
Research Assistant III 
Speech Therapist 
Medical Technologist II 
Electronics Technician II 
Physical Therapist II 
Technical Supervisor II 
Medical Technologist III 
Physical Therapist III 
Recreation Therapist II 
Medical Tech. Supervisor I 
Programmer II 
Technical Supervisor III 
Technologists' Supervisor II 
Systems Analyst I 
Medical Tech. Supervisor II 
Systems Analyst II 
Technical Supervisor IV 
Female 
3 
1 
4 
3 
4 
s 
11 
3 
2 
2 
61 
2 
12 
2 
43 
s 
1 
1 
11 
1 
1 
4 
1 
7 
11 
1 
S3 
2 
s 
1 
2 
4 
3 
2 
9 
1 
Male 
9 
1 
2 
2 
10 
2 
1 
2 
17 
1 
3 
4 
2 
22 
2 
1 
3 
7 
1 
1 
1 
1 
3 
11 
2 
10 
2 
4 
6 
1 
1 
3 
2 
3 
% Female 
100.0 
10.0 
80.0 
100.0 
66.7 
0.0 
33.3 
84.7 
7S.O 
100.0 
so.a 
78.2 
100.0 
0.0 
0.0 
7S.O 
so.a 
66.2 
71.4 
100.0 
so.a 
36.7 
12.S 
so.a 
80.0 
o.o 
100.0 
100.0 
0.0 
78.6 
100.0 
82.8 
o.o 
100.0 
33.3 
100.0 
100.0 
0.0 
100.0 
42.9 
o.o 
66.7 
0.0 
7S.O 
33.3 
o.o 
APPENDIX 
TABLE I VANDERBILT UNIVERSITY 
FULL-TIME STAFF 
LOCAL 386, LABORERS' INTERNATIONAL UNION OF NORTH AMERICA 
PERCENT FEMALE BY JOB TITLE 
Job Title Female Male 
CLERICAL: 
Cashier I 4 
Storekeeper 7 
TRADES: 
Locksmith 2 0.0 
Machinist 1 0.0 
H & R Mechanic 2 0.0 
Foreman 4 0.0 
Carpenter 1 0.0 
H & AC Mechanic 1 0.0 
Painter 10 0.0 
Carpenter 9 0.0 
Electrician 11 0.0 
Foreman 1 o.o 
H & R Mechanic 1 o.o 
Plumber 6 0.0 
H & R Mechanic 1 38 2.5 
Painter 1 o.o 
Plumber 1 o.o 
Machinist 1 0.0 
OPERATIVES: 
Powerhouse Operator 1 
Powerhouse Operator 12 
SERVICE: 
Service Supervisor 2 100.0 
Worker 2 100.0 
Custodian -- 1 0.0 
Baker 1 100.0 
Grounds keeper 24 0.0 
Service Supervisor 1 100.0 
Baker 1 o.o 
Baker I 1 0.0 
Cook I 2 5 28.5 
Custodial Worker 28 49 36.3 
Grounds keeper 1 0.0 
Worker 24 11 67.1 
Because there have been so many myths about women workers held b y men and women 
alike, we include the following document. 
U.S. DEPARTMENT OF LABOR 
EMPLOYMENT STANDARDS ADMINISTRATION 
WoMEN°s BUREAU 
WASHINGTON, D.C. 20210 
THE MYTH AND THE REALITY 
The Myth 
A woman's place is in the home. 
Women aren't seriously attached 
to the labor force; they work 
only for extra pocket money. 
Women are out ill more than 
male workers; they cost the 
company more. 
The Reality 
Homemaking in itself is no longer a 
full-time job for most people. Goods 
and services formerly produced in the 
home are now commercially available; 
laborsaving devices have lightened or 
eliminated much work around the home. 
Today more than half of all women 
between 18 and 64 years of age are 
in the labor force, where they are 
making a substantial contribution 
to the Nation's economy. Studies 
show that 9 out of 10 girls will 
work outside the home at some time 
in their lives. 
Of the nearly 34 million women in 
the labor force in March 1973, nearly 
half were working because of pressing 
economic need. They were either 
single, widowed, divorced, or sepa-
rated or had husbands whose incomes 
were less than $3,000 a year. Another 
4.7 million had husbands with incomes 
between $3,000 and $7,000.1/ 
A recent Public Health Service study 
shows little difference in the absen-
tee rate due to illness or injury: 5.6 
days a year for women compared with 
5.2 for men. 
1/ The Bureau of Labor Statistics estimate for a low standard of living 
for an urban family of four was $7,386 in autumn 1972. This estimate is 
for a family consisting of an employed husband aged 38, a wife not employed 
outside the home, an 8-year-old girl, and a 13-year-old boy. 

\"lorncn don't ;1ork as lon~ or 
as re·cularly as their male 
cov1orkers; their training 
is costly--and laq;ely 
\·iasted. 
Married women take jobs away 
from r:ien; in ·fact, they ought 
to quit those job::; they no\·/ 
hold. 
Women should stick to "Women's 
jobs" and shouldn't complete (sic.) 
for "men's jobs." 
A declini.np, number of 11omen l eave 
work for m~rriage and children . But 
even among those 1·1ho do leave, a 
majority return ;r.:hen their children 
are in school. Even 1·1ith a break in 
emi:;loyment, the average v:oman 1.-:orker 
has a worklifc expectancy of 25 years 
as compared ':Jith 43 years for the 
average male 1;orker. The single 
vioman averages L1.5 years in the labor 
force. 
Studies on labor turnover indicate 
that net differences for men and 
\'Tomen are generally small. In manu-
f acturi.ng industries the 1968 rates 
of accessions per 100 employees ~ere 
4.4 for men and 5.J for \'!Omen; the 
respective separation rates were 
4.4 and 5.2. 
There were 19.8 million married -.;omen 
(husbands present) in the labor force 
in March 1973; the nwnl.ier of unemployed 
men was ?.5 million. If all the married 
women stayed home and unemployed men 
were placed in their jobs, there v!Ould 
be 17.J million unfilled jobs. 
Moreover, most unemployed men do not 
have the education or the skill to 
cua1ify for many of the jobs held by 
vomen, such as secretaries, teachers , 
and nurses. 
Job requirements, with extremely rare 
exceptions, are unrelated to sex. 
Tradition rather than job content hBs 
led to labeling certain jobs as women's 
and others as men's. In measuring 22 
inherent aptitudes and knowledge areas , 
a research laboratory found that there 
is no sex difference in 14, women excel 
in 6, and men excel in 2. 
I 
I 
Women don't want responsibility 
on the job; they don't want 
promotions or job changes which 
add to their load. 
The employment of mothers leads 
to juvenile delinquency. 
Men don't like to work for 
women supervisors. 
May 1974 (revised) 
Relatively few women have been offered 
positions of responsibility. But when 
given these opportunities, women, like 
men, do cope with job responsibilities 
in addition to personal or family 
responsibilities. In 1973, 4.7 million 
women held professional and technical 
jobs, another 1.6 million worked as 
nonfarm managers and administrators. 
Many others held supervisory jobs at 
all levels in offices and factories. 
Studies show that many factors must 
be considered when seeking the causes 
of juvenile delinquency. Whether or 
not a mother is employed does not 
appear to be a detennining factor. 
These studies indicate that it is 
the quality of a mother's care 
rather than the time consumed in 
such care which is of major signif-
icance. 
Most men who complain about women 
supervisors have never worked for 
a woman. 
In one study where at least three-
fourths of both the male and female 
respondents (all executives) had 
worked with women managers, their 
evaluation of women in management 
was favorable. On the other hand, 
the study showed a traditional/ 
cultural bias among those who 
reacted unfavorably to women as 
managers. 
In another survey in which 41 percent 
of the reporting firms indicated 
that they hired women executives, 
none rated their performance as un-
satisfactory; 50 percent rated them 
adequate; 42 percent rated them the 
same as their predecessors; and B 
percent rated them better than their 
predecessors. 
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GUIDELINES FOR CONTEMPORARY EMPLOYMENT INTERVIEWING 
Office of Affirmative Action 
Dr. Jane Rosenthal - Arlys Gessner 
University of Wisconsin-Stout 
Menomonie, Wisconsin 
1976 
PR ICE: One Dollar 
• 
The University of Wi~consin-Stout will continue its commitment to honesty, 
fairness, and esteem for people in all personnel interrelationships . . Concern 
for fellow humans dictates these principles. Civil laws which are enforced by 
various governmental agencies have created a need for both employers and 
employes to have extensive knowledge of legal regulations concerning employ-
ment. 
The Affirmative Action Office, which was responsible for this document, is 
part of the Chancellor's Office, but Affirmative Action is the responsibility 
of every person at UW-Stout. The production of this document has involved 
students, faculty, academic staff, and classified staff. 
Specifically, this publication deals with interviewing as an important part 
of personnel interrelations. Often the interview is the first interpersonal 
experience between UW-Stout and persons considering joining the university 
educational communityi As such, it sets . the tone as well as the official 
basis for future relationships. It is expected that this document, UW-Stout 
Guidelines for Contemporary Employment Interviewing, will be used as a state-
ment of UW-Stout's philosophy and that its principles will be put into 
practice by university personnel • 
Robert S. Swanson, Chancellor 
University of Wisconsin··Stout 
• 
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to be prejudicia1 against some ethnic minorities, women, and people from 
poverty areas. By focusing on the written job description, you can eliminate 
personal questions about marital status, plans to have children, child care 
arrangements, and personal background that are not related to job performance. 
The following table has been added for your convenience and sunmarizes infor-
mation that you may and may not ask of potential employes. It is intended to 
help you formulate questions which will elicit the legal information you need 
to make an employment decision. 
SUBJECT 
AGE 
ARRESTS 
CONVICTIONS 
CREDIT RATINGS OR 
GARtll SHMENTS 
CITIZENSHIP 
cou.;ATION 
FAMILY 
HANDICAPS 
HEIGHT ANO ~EIGHT 
MARITAL STATUS 
NATIONAL ORIGIN 
ORGANIZATIONS 
PREGNANCY 
Pfllf.!0~4 
SHOULD NOT ASK: 
Questions showing preference for specific age grol p. 
About arrests because the person is not judged guilty 
by an arrest. 
About convictions unless the infonnation bears on job 
performance. tlOTE: Do not make Indefensible assump-
tions about future behavior based on conviction. 
About credit ratinqs since ft usuallv has little or 
no re 1 at ion to job performance. tlOTE: It 1s a 
Civil Rights violation to refuse to hire a minority, 
ff the refusal is based even in part on the person ' s 
poor credit rating. 
Whether a U.S. citizen. (Attorney General's Opinion 
says citizenship is not requ i red for State employ-
ment.) 
About education that is not related to Job perform-
ance. {Requirements should not he higher than needed 
for job; that discriminates a~ainst poor and/or minor-
ftfes with less opportunity for education.) 
About family planning, family size, children's ages, 
child care plans, spouse's employment or salary. 
General questions that bring out information that is 
not Job related. 
Unless related to job requirements. The Civil 
Ri~hts Act ind icates that unless employer proves 
otherwise, height reouirements are discriminatory 
because hi9her percentage of women and ethnic 
groups are excluded. 
Whether person is married, single, seoarated, divorced, 
engaged. 
Whether person has worked unrler a different name. 
Questions which divulge marital status, ancestry. 
A~out ancestry, birth place of applicint, parents, or 
spouse. 
About all organizations the person belonqs to; orga-
nizat1ons which indicate race, color, creed, sex, 
marital status, religion, or national origin. 
About medical history concernf n9 pregnancy and 
relat~d health matters. 
About re11rilon. 
HAY ASK: 
Cate of birth, proof of true ~Qe. 
NOTHING 
About convictions, if all candidates 
are asked, and if the information has 
bearing on job performance of the 
specific position. 
NOTHING, unless job related. 
Whether visa or i1m1igratfon status pre-
vents person from lawful em'ployment . 
Training and experience related to job 
reoulrements. 
Freedom to travel ff job requires, 
meeting work schedule reouirements. 
All applicants for a position must be 
ii'ked the same questions. 
Whether person has sensory, mental, or 
physical handicaps that rel ate to 
ability to perform job. 
About ability to perform the job 
reouirel!lents. 
NOTHING 
Current legal name. 
Ability to speak, read, or write 
English or a foreign language if the 
job requ f res. 
About professional organizations. 
Antfcfpated duration on the job. 
Antfcipaterl ab~ences from the job 
(sarie ouestfo~ must be asked of males 
end females). 
Anticipated a~sences from the Job. 
I 
It 
NASHVILLE AREA EMPLOYMENT INFORMATION 
The following tables:-Availability by Occupational Groups, 1975 
Nashville Local Office Area 
-CPS Labor Force Data, Nashville Standard 
Metropolitan Statistical Areas, 1974 
-Occupational Distribution of the Employed 
Nashville Standard Metropolitan Statistical Areas 
-Occupational Distribution of the Employed by SMSA 
County, 1974 
are all taken from: Data For Affirmative Action Plans, Annual Average 1974 
State of Tennessee, Department of Employment Security 
This data should be used to determine affirmative action guidelines 
for staff employment at Vanderbilt. 
AVAILABILITY BY OCCUPATIONAL 
As of March 31, 1975 
Occupational Group . 
~ : rofessional 
Clerical and Sales 
Service 
Fct rming 
l'rocess i ng 
MPchanical Trade 
U1·nch \fork 
, fx 1wturc11 
;.:1 .. t·llaneous 
P1•t·u·nt Total 
NASHVILLE LOCAL OFFICE AREA 
Serves Cheatham, Davidson 
and W1111amson Counties 
Total Female 
10.0 10.0 6, l 
21.6 10. 7 18.0 
17. l 42.8 30.9 
.9 . 3 . 3 
2,2 2.5 2,4 
6,3 6,6 4.4 
6.7 15.0 7.9 
16.8 1.8 11. 3 
18.4 10.3 18. 7 
100.0 100,0 100.0 
J 1l t i ve Jl.pplicants 9,416 3,474 3,305 
*Preliminary 
**Non-CPS Areas 
NOTE: Estimates for breakouts of race and sex are based on 1970 Census Data. 
Occupation 
Total 
OCCUPATIONAL DISTRIBUTION Percent 
OF THE EMPLOYED Professional, Technical and Related 
STANDARD METROPOLITAN Nonfann Managers and Administrqtors 
STATISTICAL AREAS Sales Workers 
(PERCENT DISTRIBUTION) Clerical Worker~ 
AN'NUAL AVERAGE 1974 Craftsmen, Foremen and Related 
Operatives, Except Transport 
Transport Equipment Operatives 
Nonfarin Laborers 
Service Workers Except Private Household 
Private Household Workers 
Fann Workers 
l , 
NASHVILLE SMSA 
. 
Total Total· White::· Total Bl act 
E!!Jel o~ment . Female Female. . Black. Female 
t~\:; 
342,010 134,420 109,900.- 50,490 24,520 
100.0 100.0 100.0 100.0 100.0 
13 .6 15-.'4 15.6: 10. 1 14-. 2. 
8.7 3.6 4~3':.. 1.9 .9 . 
7.2 6.7 J.a ·· 1.6 T.6 
18.3 34.8 39.3 10.7 "14. 3 
14.1 2 .. 3 2.4 7.9 l . 7 
-13. 5 14 • .J 14.&_ 16.1 14.6 
4.2 .5 ' .5 5.2 .2 
4.4 1.1 1.1 8.3 l. 7 
10.3 15.2. 12.5 24.0 27 .. 6 
2.2 5.2 1.3·· l l. l 22.9 
3.5 .5 .6 3., .3 
OCCUPATIONAL DISTRIBUTION OF THE EMPLOYED BY SMSA COUNTY (PERCENT DISTRIBUTION) 
ANNUAL AVERA-GE 1974 
CHEATHAM COUNTY 
Total Total White Total Black 
Occupation ·Employment Female Female Black Female 
Total 5,950 1,880 1,750 300 130 
Percent 100.0 100.0 100.0 100.0 l 00. 0 
Professional, Technical and Related 7.7 12.7 13. 1 3.7 R.2 
tionfarm Manaqers and Administrators 5.9 2.7 2.9 0 ( ) 
Sales Workers 3.7 3.3 3.6 0 0 
Clerical Workers 11. 5 28.6 30 .8 0 0 
Craftsmen, r-oremen and Related 25,0 3,8 3.3 12.6 l 0. 9 
Operatives Except Transport 20.3 23.1 22.4 45.9 31. 8 
Transport Equipment Operatives 5. 1 .6 .6 3,3 0 
Nonfann Laborers 6.3 2. 1 2,2 6.5 0 
Service Workers Except Private Household 7. l 16.0 15,9 7.7 17.3 
Private Household Workers 1.4 4.5 2.4 14.2 31 . 8 
Farm Workers 6.0 2.6 2.8 6. 1 0 
DAVIDSON COUNTY 
Total Total White - Total Black 
Employment Female Female Black Female 
Tota 1 223,920 92,720 73,740 38,800 18,980 
Percent 100.0 100.0 100.0 100,0 100.0 
Professional, Technical and Related 15.8 17.0 17 .2 11. 7 15.8 
nonfarm Managers and Administrators 9.2 3.7 4.4 2.2 1.0 
Sal es Workers 8.2 7.2 8.5 2,0 2.1 
~ler ical Workers 21.2 38.1 43.5 12.8 16,9 
Craftsmen, Foremen and Related 12.9 1. 9 2.0 7.8 1.6 
Operatives Except Transport 10.2 9.9 9.5 12.9 11. l 
Transport Equipment Operatives 4.2 .4 .4 5.4 .2 
~~nfarm Laborers 4.1 .9 .9 8.0 l. 2 
Service Workers Except Private Household 11. 7 16. 1 12.5 26.5 30.3 
Pri vate Household Workers 2. l 4.7 1.0 10.0 19. 6 
rarm Workers .4 . 1 . 1 ,7 .2 
WILLIAMSON COUNTY 
Total Total White Total Black 
Emplo~ent Female Female Black Ferr.ale 
Total 16,520 5,800 4,840 960 960 
Percent 100.0 100.0 100,0 100.0 100. 0 
Professional, Technical and Related 11. 7 14,3 15, 5 4.3 7.9 
Nonfarm Managers and Administrators 10.6 3.4 3,8 1.8 1.4 
Sa1es Workers 6.3 5. 1 6, l .3 0 
Clerical Workers 14.5 32.1 36.8 5,8 8.8 
Craftsmen, Foremen and Related 12.9 2.3 2,6 6. 1 .6 
Operatives Except Transport 14.7 18.8 18. 1 21.0 22.3 
Transport Equipment Operatives 4,3 . 1 • l 6,0 0 
Nonfarm laborers 5.7 1. 1 1. 3 9.7 0 
Service Workers Except Private Household 7.6 12,6 12,2 14. 1 14, 7 
Private Household Workers 3,6 9.5 3.0 19.9 42.5 
Farm Workers 8. 1 .7 .5 11. 0 I . 8 
, 
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Purpose 
DUKE UNIVERSITY 
AUDIT SYSTEM 
AFFIRMATIVE ACTION PLAN 
An effective Affirmative Action Plan must provide for periodic 
reporting and audit. To assist the Equal Opportunity Office 
accomplish its responsibility for auditing the program as assigned 
in Section V of the Affirmative Action Plan, the following system 
has been developed. It is designed in two parts. 
Computer-produced progress reports which permit ongoing 
analysis of the Duke employee pnpulation. 
Manually prepared reports which provide periodic .sununaries 
of current personnel activity. 
Progress Reports 
The computer printouts tabulate all employees of Duke Uni-
versity according to EEO category, employing component, and 
position classification, separated by payroll grouping (monthly 
or biweekly) . Each employee is coded by race and sex. 
These data are used to identify areas where underrepresen-
., tation of females and/or minorities exists: in EEO category, 
job classification, department, etc. The printouts furnish the 
basis for the annual EE0-1 report, analyses, and evaluation of 
affirmative action goals. The computer programs c~rrently in 
use include the following. 
a) L-420: This program was constructed solely for the mon-
itoring function. It provides one 'table' for each component 
grouping, i.e., a table based upon the first five, first four, 
first three, first two, and first digit of the component group. 
Using the College of Arts and Sciences as an example, the program 
will provide personnel staffing data for all components in the 
2xxxx group. This means that every unit that has been assigned 
a component code for accounting purposes may be examined in detail. 
The details include count of total employees, total males, total 
females, total male/female figures for each race group and per-
centages of minorities and females to total. The above data are 
presented by payroll, i.e., faculty-staff and biweekly within each 
of the nine EEO categories. See Appendix I (Organization for 
Administration) . 
b) L-295: This program provides a listing by name of each 
person in a component followed by date of birth, employment date, 
fringe benefit code, race/sex code, work schedule, rate of pay, 
EEO category, position code, pay level, position title, and pay 
point. Each component is summarized as to total persons, the 
Appendix K to 
Affirmative Action Plan 
1 July 1973 
• 
race/sex count and average hourly rate of pay for the group. It 
provides excellent supportive information for the L-420 program. 
L-295 is also available in position code sequence, i.e., provides 
all of the above information on persons having the same position 
classification. 
c) L-401: This program was designed for the EE0-1 race/sex 
tally and the analysis of the work force by position classifica-
tion. Data consist of an alpha order listing of position clas-
sifications within EEO categories 1 through 9. For each position 
classification the number of persons within that classification 
is shown by minority group and sex. A total male/female figure 
completes the data. An additional feature of this program is the 
listing in position code order the ~ames of persons in each posi-
tion classification along with their race and sex. This feature 
also offers a tie-in, if necessary, with either of the above 
programs. 
d) L-413: This is the position code master list. The print-
out shows each position code in numerical sequence, the position 
title, workmen's compensation code, wage or salary level, EEO 
category and the minimum/maximum points of the pay range. 
Periodic Reports 
~ Personnel activity is recorded on a monthly basis through 
completion of the following reports . 
a) Applicant Flow-Hire-Promotion-Termination. Applicants in 
the protected class group are tabulated by race and sex from daily 
logs maintained in the Employment Office and Nursing Service Office. 
Hires, promotions, and terminations are tabulated by race and sex 
from computer printouts based on payroll records (L-277A: Termin-
ations and New Employees, and 277-B: Code Changes reflecting 
Promotions). 
b) Analysis of Hires. New employees are tabulated by race 
and sex according to work schedule, EEO category, and salary level 
(exempt positions only). 
c) Hires Excluded from Personnel Department EEO Report. Ad-
ditions to payroll in categories of employment status not reported 
in a above are tabulated by race and sex. These categories are 
faculty, research associates, house staff, professional librarians 
and student employees. 
Administration 
This audit program will be modified as necessary to meet the 
information needs of the University Equal Opportunity Committee, 
the Assistant Vice President for Personnel and the Equal Opportunity 
Office, as they pertain to the auditing function. 
Note: This appendix obviates Appendix H (Schedule of Reports} which 
will not be issued. 
STUDENT APPENDIX 

STUDENT HEALTH SERVICE INFORMATION 
Class F s J S Graduate 
Sex M F 
Doctor or Nurse seen: 
Wright Metcalfe Norris Boehm Crook Shaw (RN) 
How long did you have to wait till you were able to see the person you checked? 
1-15 minutes 15-30 minutes 30-60 minutes more than 60 
Prior to this visit, have you ever been to 
Yes, within the previous month __ 
Yes, within the past semester 
the Student Health Service? 
Yes, during the last scholastic 
No, never before __ 
If yes, did you see the same person as the one you checked off above? Yes No 
Would you want to see the same person the next time you are here? Yes 
What kind of problem caused your visit this time? (Check as many as apply) 
Skin "Mono" Stress or tension Injury __ Headache 
Ear, nose, throat __ Respiratory(chest) __ Stomach __ Bladder or 
Hetabolism(thyroid, diabetes, etc) __ 
Please check your 
reactions to the: 
Rece tion nurse 
Sympathy of 
doctor or 
nurse- ractitioner 
Appropriateness 
of his or her 
uestions 
His or her 
com etence 
Adequacy of the 
explanation of 
our roblem 
Adequacy of the 
explanation of 
treatment 
Thorou1hness of 
questions about 
your medical 
history 
Very 
satisfied Satisfied 
Reproductive system __ 
Unsatisfied 
Very 
unsatisfied 
Were there any questions or statements which you considered irrelevant? 
Additional corrunents? 
Yes No 
For Women Students Only 
Have you ever used the Student Health Service for gynecologic problems? Yes No 
If yes, please answer the questions below. 
Who took care of you on your last visit with a gynecologic problem? (Check as many as apply) 
_\ 
Wright Metcalfe Norris Boehm Crook Shaw (RN) 
If you made a special appointment to see a gynecologist, how long did you have to wait 
for this visit? 
Same day__ 1-2 days__ 3-4 days__ 5-7 days__ More than a week 
The pelvic examination was: Very painful __ 
Moderately painful __ 
Slightly painful __ 
Not painful __ 
If at all painful, the doctor's attitude was: Apologetic __ 
Concerned 
Indifferent 
How clear were the doctor's explanations of the following? 
Ver clear Understandable Va ue Confusin 
Procedures 
Dia nosis 
Treatment 
How comfortable did the doctor 
make you feel in discussing 
your problem? 
Very comfortable __ 
Relatively comfortable __ 
Satisfied 
Irritated 
Hostile 
Other~-------~ 
(please 
Ex lanation was not 
If you had any unpleasant or uncomfortable experiences with the staff relating 
visit, please comment on them: 
Regarding the entire process of gynecologic care, are you: 
Very satisfied__ Satisfied__ Dissatisfied__ Very dissatisfied 
Would you prefer women physicians on the staff? 
In general Yes__ No 
As gynecologists Yes No 
If you returned to Student Health with a gynecologic problem would you request the 
same doctor again? Yes No 
Do you feel that your privacy is respected (in regard to announcements of your condition, 
treatment, name) at Student Health? Yes __ No 
Additional conunents would be appreciated. Thank you. 
Sponsored by the Chancellor's Commission on the Status of Women 1 
This questionnaire was designed to take only a fe '.v minutes to c omplete, M11 5 t of til e 
questions are the "yes-no" type. However, any additional c::omments you may want to 
the back of the page will certainly be appreciated! Thank you. 
1. What class are you in? Freshman Sophomore__ Junior Senior 
2. Major (or anticipated major) 
~~~~~~~~~~~~~~~~~~ 
3. How many women professors (excluding T.A. 's, lab instructors, grad students) have you had 
at Vanderbilt? None 1-2 3-4 5-6 7 or more 
4. Assuming that the quality of the women hired would be just as high or higher than that of 
the present faculty members, would you like to have more women on the faculty? Yes __ No 
Why or why not? 
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~-
Of the books which are required reading for classes in your major field (or in your antici-
pated major field), approximately what percentage would you say were written by women? 
0%_ 1-10%_ 11-25%_ 26-50%_ 51-75%_ 76-100%_ 
In the books that are required reading for your major (or anticipated major), to what ex-
tent are women as a group dealt with? To a great extent__ To a minimal extent 
To some extent Not at all 
Would you like to see your professors using more books by women? Yes No 
Why or why not?~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~-
Would you like to see your professors using more books which include discussion of women's 
cont ributions to your field? ~es No 
Why or why not?~~~~~~~~~~~~~~~~~~~~~~~~~~~~~--'-'---~~~~~~~~-
6. Have you, as a woman, ever been made to feel uncomfortable by male professors in any of 
your classes? Yes No 
If yes, how or why?~~~~-=-~~.:_~~~~~~~~~~~~~~....;._~~--'~~'--'-"-"'-~~~~~~ 
7. Are you ever treated differently from male students in the classroom? (for example: in 
grading, in verbal encouragement, in general expectations) Yes No __ 
If yes, how?~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~-'-''---=:~~~~-
8. Have you taken the Women's Studies class? Yes No --Would you like to have additional courses about women? Yes No 
Would you prefer to have additional women's studies courses as (A) a separate department 
or (B) as part of the curriculum of each department? (A)_ (B)_ , 
9. Would you like Vanderbilt to have an Office for Women's Concerns? Yes No 
Why or why not?~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~::-~~~-
10. Do you have specific career goals? Yes No 
11. 
If yes , what are they?~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~-
Did someone influence your planning? Yes No 
If yes , was it your mother father __ high school advisor or teacher friend __ 
Va nde rbilt freshman advisor VU major advisor__ other __ 
If marriage is 
llo you plan t o 
For how long? 
part of your 
quit working 
1-2 years __ 
future planning, do you plan 
if you have children? Yes __ 
3-4 years__ 5-6 years __ 
to work after marriage? 
No 
Yes 
No 
7-10 years__ Forever_~ 
12 . lluw do you plan to share domestic and childcare duties with your spouse? (Circle answers) 
M Domestic F 
0%-----------100% 
25%----------- 75% 
50%----------- 50% 
M Childcare F 
0%------------100% 
25%------------ 75% 
50%------------ 50% 
Other sharing system 
(please exp lal n): 
13. Are you a member of a sorority? Yes No 
If yes, are you satisfied with the social opportunities it provides? Yes No 
If not satisfied, please explain~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
Does a sorority offer you enough leadership opportunities? Yes No 
14. If you are an independent, are you satisfied with the 
Vanderbilt? Yes No 
If not, please explain 
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~-
15. Do 
To 
To 
you feel pressure to date? Yes No 
go certain places only if you are accompanied by a date 
be pinned or engaged by the time you graduate? Yes 
16. Are there enough campus activities for women? Yes No 
or male friend ? 
No 
Yes 
Please explain_~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
17. Have you ever used the Student Health Service for gynecological prob l ems or 
checkups (such as Pap smears)? Yes No 
If not, why not?~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
18. What are the biggest problems for women at Vanderbilt?_ 
19. How could Vanderbilt better meet your needs as a woman student? 
Additional comments? 
,. 
( 
PROPOSAL 
To: Jacque Voegeli, Dean, College of Arts 
From: The Committee on Women's Studies 
THE COH."1ITTEE REQUESTS THE UNIVERSITY TO HAKE AVAILABLE TO THE COLLEGE OF 
ARTS AND SCIENCE AUTHORIZATION AND FUNDS FOR A NEW FACULTY POSITION, TO 
BE Df:SIGNATEU AS A JOIN!' APPOINI'HENT BETWEEN A DEPARTMENT OF THE COLLEGE 
AND THE COMMITTEE ON woaEN 1 s STUDIES, AT TiiE SENIOR LEVEL. APPROXINATELY 
ONE-TiiIRD TO ONE-lfALF OF THAT POSITION WOULD BE ASSIGNED TO WOMEN'S STUDIES. 
Justification: 
l. · For nearly five years the College has been able to "get by" with minimal 
expenditure in this area, staffing the course with released time of a 
regular faculty member or a part-time appointment. Through this period 
the support from the College administration has been notable; now, 
however, the position must be upgraded and regularized. 
2. Maintaining the position of Coordinator of Women's Studies at the junior, 
part-time level undermines the standing of that person to develop the 
interdisciplinary course in a sound manner ovEr a period of time; to 
~ conduct discussions with the various departments related to the appropriate 
• development of offerings related to t~omen 1 s Studies; and to participate 
in the councils of the University. 
3. Such ad hoc activities as the Commission on the Status of Women are im-
portant. After the dust has settled, however, it is still at the heart 
of the academic enterprise--in the matters of teaching and learning and 
research--that these significant concerns should be addressed. ,._ .. 
4. The diversity and depth of Vanderbilt undergraduate curriculum would be 
greatly enhanced by such an appointment; our offerings in this area would 
more nearly approximate those of other major universities. 
S. Our students deserve the continuity of expectations that a regular ap-
pointment in this area would provide; faculty members need a person in 
that role as colleague and peer. 
6. Making the appointment in conjunction with a regular department will 
provide a solid basis for the professional activity and other responsi-
bilities of the faculty member involved. It is anticipated that the 
person would teach advanced courses with the department as well as direct 
7. 
.the interdisciplinary course. 
Some have called for 
in Women's Studies. 
serves the needs and 
the establishment of a program or even a 
We believe that the appointment ·proposed 
interests of Vanderbilt. 
department 
here best 
Why a senior appointment? 
The Committee envisions the appointment of perhaps a young associate professor 
and sees the advantages to be at least three-fold: 
1. Appointment of a person clearly established within a discipline would 
help to insure that person's professional identity; maturity in having 
worked through the problems in Women's Studies within the framework of 
the established procedures of a discipline; and ability to provide 
responsible leadership in this area within the academic community. It 
would thus obviate fears of 11 faddism" or doubts about recently developed 
programs of unproven status. 
2. The Tarbell Committee has emphasized in its report the importance of 
attracting to Vanderbilt top quality faculty members. (See pp. 2 and 
27, "The Future of Graduate Education at Vanderbilt University.") 
3. An outstanding scholar, particularly in some of the social sciences, 
might well be able to attract grant support and might in addition be 
able to make significant contributions to such activities as the Vander-
I 
bilt Institute for Public Policy Studies. 
. ,.
Respectfully submitted, 
Richard L. Blanton .:it 
Melissa Cannon 
Christine H. McCorkel 
Samuel P. McSeveney 
Norma Sho's id 
Susan F. Wiltshire, Chairperson 
("\ l 
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SOME OBSERVATIONS ON WOMEN'S STUDIES AT VANDERBILT 
The most cogent argument for Women's Studies in the 
curriculum of the College of Arts and Science at Vanderbilt 
. . 
is also the only appropriate onea intellectual and academic 
merit. Especially as research and publication··in·-the-many -- ------ · -·- --
related fields in this area multiply, it is important to 
investigate the problems with rigor and careful -scrutiny. 
'J.'wo other factors enhance the attractiveness of this offering 
in the curriculum, howevera the subject is ideally suited 
to an interdisciplinary approach, and it fs of urgent importance 
·-- - .. - .. ··- - · ···· - --· ..• ·-· ·--·--·~ _____ ,_..,__ __ . - ---- --·- .... ..... _...._ -
to students both intellectually and personally. This combina- _ 
tion has produced some exciting and sometimes surprising results - - · 
in my experience with the course-, · as ·· the ·remarks from·-studen-t ··- --- ---
evaluations attached to this report will perhaps help to show. 
·I ··have -seen student-s--·become· no't'"'ilnly~-more ·aware ·and,· ·= ·--- ~~--~ -- ,.. 
informed about issues directly related to Women's Studies, but 
also more . alert to those problems as they .arise in other 
. - - . 
courses. Thus their approach to learning tends to become less 
departmentalized, as they develop conceptual -frameworks that 
transcend disciplines. Even more hearte~ing -is . t:t~e increased 
confidence I have seen develop in _both women and men students 
. . · . · .. . ·• 
as they come to see themselves as competent, autonomous, and 
able human beings, responsible for creating their own ways in 
the world, This is more marked in women students, who still 
with surprising frequency come to Vanderbilt with very little 
sense of the power of their own minds~ I cannot help but feel 
that our classrooms in general are going to become more exciting 
places as more and more ot the women .. start participating activeiy 
in what goes on there. 
Another promising result of the fac-t ·that--Women' s ---Studies · · 
has been offered for five years now is that an increasing number 
of our faculty m.embers have become involved. Most bring their 
.. 
.. . 
already expert knowledge to the course. Others (and I am one) 
have found that there was work in our own fields needing to be 
done but which, for various reasons, we had not done. On one 
occasion I remember inviting a colleague in another department 
(who had earlier made some rather disparaging remarks about the 
~whole enterprise) to lecture in W.S. 150. He grinned a bit 
sheepishly, then admitted that he had known he should work on 
that subject and had been saving bibliography . on i ti He came ·-
with a beautiful, original twenty page lecture, and my guess is 
that that same lecture has found its place in his own teaching 
and writing. 
Three semesters in which the course has been offered we 
were able to provide a teaching assistantship to a graduate 
student in a related field. This was helpful in .making avail-
- able not only financial support to those students but also 
teaching experience. It meant a great -deal, as well, to the 
undergraduates in the course to have still another person 
· ~nearby to help them with their own research. In terms of 
research in Women's Studies I might also· mention that the 
recent purchase by J.U.L. of the $20,000 women's history 
collection in microfilm makes availabl..e .to our faculty and 
students some important new resources. 
The presence of the one interdisciplinary course has . 
helped to encourage the development of related work in the 
various departments. Probably more often that means increased 
attention to women in existing courses, but new courses have 
also been offered in sociology, history, and psychology. The 
women's Studies Committee (and many, many students, who keep 
asking for them) hopes to see further development of courses 
within departments. 
What about the future? Many colleges and universities 
(twenty-two at the latest count known to me) offer either 
Departments or Programs of Women's Studies. The prevailing 
opinion here is that we can ·meet the needs of Vanderbilt best 
by continuing to offer one, possibly two, interdisciplinary 
courses whileendeavoring to increase related offerings in more 
• 'ii 
•• ! .. -
• 'I _if 
t ,.__..__=-
. ~ 
I ..." I'll. ~ 
: ~ -_. . 
' ·_ .~ l • '...c I. 
• 
specialized fields. 
' 
By far the most pressing need a t the present time is 
to establish a regular position between a department of the 
College and the Committee on Women's Studies, so that responsi-
bility for directing the interdisciplinary course and encour-
aging further developments in this area can be in the hands 
of a person with faculty status. For the last three semesters 
we have had to rely on guests from outside Vanderbilt to come 
in to teach the course. They have done an excellent job under 
difficult circumstances and with very little standing within 
the College, but a long-range solution must be achieved. 
That solution will not be easy to devise. The rewards 
are enormous. 
.., January, 1976 
Susan Ford Wiltshire 
Chairperson, Women's Studies 
Associate Professor of 
TYPICAL LECTURES IN WOMEN'S STUDIES 150 
The Legacy of Greece and Rome 
Theology and the Feminine1 Toward a More Human Theology 
Women and Christianity 
Women and Zionism 
Women as Artists 
Women in Literature 
Virginia Woolf, A Room of One's Own 
Marina Tsvetaeva1 1892-1941 
Doris Lessin~, A Proper Marriage 
The Importance of Language 
Kinesics 
Women and the Law 
Woman's Place in the Economy 
Women in- the World of Work 
Women in the Professions1 Some National and International 
Comparisons 
Sex Differentiation 
Hormonal Influences 
Women and Mental Illness 
Sex Role Development in Childhood 
The Psychology of Sex Differences 
Male/Female Sexuality 
Political Participation of Women 
Masculine Anxiety and Female Exclusion 
Women in the Labor Force 
Affirmative Actions One Route to 
The History of Women in America 
The Status of Women at Vanderbilt 
(trom the course syllabuses for 
Pall, 1974 and Spring, 1976) 
.. 
• 
LECTURERS 
During the past five years lecturers in Women's Studies 
150 have included the following Vanderbilt faculty members and 
other guests1 
Theology1 
Classics1 
English1 
~lavic1 
Linguistics1 
Art1 
Anatomy1 
Psychology1 
Philosophy a 
Economics1 
Law1 
Sociology a 
Hietory1 
Political Science , 
Sallie TeSelle 
Mary Kelly 
Mary-Lynne O~letree 
Talma Nahir 
Susan Ford Wiltshire 
John Plummer 
·Melissa Cannon 
Ann Colley 
Antonina F. Gove 
Christine McCorkel 
Jane A.D. Rozier 
Jack Davies 
Mary Francis Jett 
Emily Davidson 
Barbara Wallston 
John Lachs 
Charles Scott 
Sandra Tychsen 
Joachim Singelmann 
Rudolph Blitz 
M~tha Craig Daughtrey 
---- <,~::: .. Walter Gove 
Norma J. Shosid 
Barbara Walters 
Ivar Berg 
Mary Lesser 
Jeff Hantover 
Joan Gundersen 
George Sussman 
Gillian Dean 
I l«J . J__ 
) 
lo 5 i 3o 
WOMEN'S STUDIES AT WASHINGTON UNIVERSITY 
"WOMEN'S STUDIES" ls a generic term for all types of 
research, analysis, and speculation designed to recover women's 
experience ln the past, examine thelr experience ln the present, 
and chart euch dlrectlons as may make thelr future more fulfllllng. 
Thus Women's Studies ls a fleld that combines the traditional 
concerns of many dlsclpllnea and applies thelr methods to new 
ends. It embraces both the endeavor to find out what ls not known 
and the endeavor to revalue what ls belleved--about the achievements 
of women lndlvldually and collectively, about the roles women do 
and might preform, about the "nature" of women and the ways it 
has been i•agined in our own and other cultures. 
* * * * • • • • 
UNDERGRADUATE WORK IN WOMEN~S STUDIES thus helps students 
comprehend crucial issues in their lives. It can also help 
prepare them for a variety of careers. Of course, it glves 
the• foundations for graduate work in the fieldJ a few lnatitutions 
now grant Master's degrees in Women's Studies, and virtually every 
institution will grant advanced degrees ln other field• ~o 
candidates who present theses or dissertations on woaen. Such 
candidates can look forward to growing opportunites for teaching 
Wo•en'a Studies, though at all levels they must establish 
co•petency to teach another eubject aa well. Publishing too 
growing opportunlti•• for people qualified to write, edit, and 
aarket Women'• Studies Rlght now, however, the legal and 
other helplna proteaalona •••• to ofter aore opportunltl•• 
speclallats ln woaen's concern•-·for lawyer• co•p•t•nt ln ••x-
dlacrlalnatlon lav, aoclal workers qualltl•d 
ao forth. Finally, there are an lndeflnlte nu•b•r of opportunltlea 
ln th• •any f leld• that deaand no advanced degreo--fleld• auch 
aa journallaa,co•aunlty organlsatlon and polltlca. 
lntereated ln applying their undergraduat~ work ln Voaen'• 
profeaaionally should be ready to create opportunities tor 
••l•••• to adapt exl•tlna Jobs to their own conerna. Thus 
recoaaend that all student• plan to coapleaent their work ln 
Voaen'• Studies with work ln a aecond acadealc field or wlth 
aubaequent proteaalonal training 
• • * * 
THE WOMEN'S STUDIES PROGRAM AT WASHINGTON UNIVERSITY 
coordlnatea courses offered by •any 
of Art• and Selene••• It alao incorporates cour••• offered by 
other Schools vlthln the Unlvetalty and offer• tutorlala and 
occaalonal croaa-dlaclpllnary •••lnara ot lt• ovn. 
B.A. ln Voaen'a Studies to any student who, ln 
the College requlre•enta, coapletea twenty•one upper dlvlalon unlta 
ln Wo••n'a Studies and a senior theala or project. Th• following 
paragraph• clarify the requireaenta for the •ajor vhlle 
the range of Woaen'• Studt•• cour••• available to undergraduates. 
Both ln th•lr lnterdlaclpllnary approach and ln 
on values, Woaen'• Studlea 132 ("Sex and Value") and Woaen•s 
Studlea 230 ("Changing Sex Role•") introduce Woaen•a Studl•• 
lt la taught at Waahlngton Unlveralty. Thou1h th••• cour••• 
not prerequlalte• tor upper dlvlalon couraea or requlreaenta for 
-3- . 
th• •ajor, the three credit course (but not 
both) ••Y be applied toward the twenty-one the major requires. 
We strongly recoaaend that atudenta elect it in their f irat or 
second year. We also reco••end that, while fulfilling the College 
distribution require•enta, they elect at leaat one course designed 
to develop their research and analytical akllla ln a depart•ental 
dlaclplin•--for exa•ple, English Literature 301 ("Practical 
Criticls•") or Sociology 377 ("Strateglea of Soclal Research"). 
taught at upper-dlvislon levels. They tend to focus on more or 
leas speclallaed probl••• and to view them fro• th• perspective 
of one discipline vhll• incorporating aaterlal fro• 
These courses vary fro• seaeater to •••••tar, reflecting the 
spectrum of probl••• the faculty ls investigating and the 
of students enrolled in the Prograa. During thls acadealc year 
(1975-76), the Prograa includes upper-divialon courses on "The 
Black Woaan ln Cont••porary Society," "Woaan and Woaen ln Classical 
Antiquity," "Woaen and the Theatre," •Philosophy of Feminism," 
"Feaale Sexuality," "Woaen in Modern England and America," and 
"Philosophy of the Faaily." 
The Prograa alao offers two tutorial courses each semester. 
Woaen'• Studl•• 399 ("Undergraduate Work ln Woaen•a Studies") 
grants at•dents credit for field research or auperviaed partlcipatlon 
in comaunity project• designed to better women'• livea. Some 
student• aay use thls course to try out a prospective profession, · 
J, .... . . 
others to extend their knowledge or develop skill• ln 
area, still others to support an organlaatlon who•• goals they 
students will find this course can enrich thelr 
1i 
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understanding of the theories they study in cl••• and clarlfy 
their oo••lt•ents to the•selves and th• oo•aunlty. We recoaaend 
that all aajors elect at least one •••••t•r of Women's Studies 
399. Advlaora can suggest projects that vlll •••t students• 
interests and benefit fro• their abilities. 
Wo•en's Studies 500 ("Independent Study") ls a 
tutorial, in which a student •••t• regularly vlth a faculty 
to discuss readings they have jointly selected and whatever 
work they have agreed upon. Beat suited to lntenslv• research 
or analysts, this course noraally requires upper-dlvlslon standing, 
and lt offers the indlvlduali•ed guidance ••Jore will probably 
want ln thelr senior year, whlle working on thelr senlor 
or project. However, they need not elect ·thls course to 
the thesis/project requir•••nt. Tb• requireaent exists to glve 
the• an occasion to Integrate .thelr course work ln Voaen'• 
and discover how they •lght contribute to th• fleld. Whlle many 
students wlll choose to fulf lll the requlr•••nt by vrltlng a new 
paper, soae aay prefer to extend and polish a paper written for 
a previous Women's Studies course or to subalt an appropriate 
theals written for another departaent or to wrlte up research 
tbey have already conducted or helped conduct. Advisors will 
help ••Jore plan how to fulfill thls requireaent and will belp 
any student arrange an Independent Study. 
Outside Arts and Selene••• certain of th• Unlveralty•a 
professional schools offer courses in Woaen'• Studt••· During 
this acad••lc year (1975-1976), the School of Lav will offer 
"Faally Law," "Sex Roles ln the Law," and "S•x Dlscriainatlon." 
The School of Social Work will offer th• folloving1 "Psychology 
of Woaen," "Healt~ and Sexuality," "Voaen's Role in the Nuclear 
-5-
Faally," "Sex Stereotyplng," "Wo•en and Therapy," "Wo•en, Work, 
and Soclal Welfare Polley," and "Unwanted Pregnancy aa a Social 
Problem,". Undergraduates may enroll ln such couraea vlth the 
permission of the instructor, and they may apply up to slx unlta 
fro• such courses toward a •ajor ln Wo•en's Studies. 
Wlth such a diveralty of optlons, students can tallor their 
aajor ln Woaen'• Studies to their particular lnteresta and objectives. 
Generally speaklng, however, ve consider a vell-deslgned 
aajor one that will not only develop thelr expertl•• ln particular 
areas, but broaden thelr awareness of the issues and approaches 
Wo•en'• Studies encompasaes. Student• are encouraged to plan their 
major early in their college career, •~•n though they will want 
to revlse it aa the Progr•• lntroduces new courses and they develop 
nev interests. Profesaor Kathryn B. Guber•an and Profeaaor Evelyn 
Ru DeHart advise all major• and welcoae any student considering 
undergraduate work ln Wo••n'• Studies to confer with the•. 
Faculty Members of the Woaen'• Studiea Steering Coaalttee (1975/76) 
Professor Kathryn B. Guberaan (Departaent of English), Chalrperson 
Professor Nancy Cole (Preforming Arts Area) 
Professor Edith Graber (Department of Soci~logy) 
Professor Patricla Hermlnghouse (Department of Geraan) 
Professor Marcella Howell (Black Studles Program) 
Professor Evelyn Hu DeHart (Department of Hlstory) 
Professor Zola Pack•an (Department of Clasalca) 
Professor Joyce Trebllcot (Department of Philosophy) 
Professor Marilyn Ireland (School of Lav) 
Professor Dorreice Plrtle (School of Social Work) 
Dean Burton Wheeler (Coll•&• of Arts and Selene••) 
For further lnformatlon about Woaen'• Studles contacts 
Professor Kathryn B. Guberaan 
Woaen's Studies Prograa 
Washington Unlveralty 
St. Louls, Hissourl 63130 
(314) 863-0100, extension 4664 
~rinili? (1!ollr1• of ,).rt• ub Srit1Utf 
Cfffict of t~t Jiran 
Patrice Woeltjec 
DURHAM 
NORTH CAROLINA 
27706 
January 22, 1976 
Commission on the Status of Women 
Vanderbilt University 
Nashville, Tennessee 37235 
Dear Ms. Woeltjen: 
Dean John Fein has asked me to respond to your letter of 
December 8. I am glad to give you the information on our offerings 
with regard to women, which I am afraid are few. 
We have two special interdisciplinary courses that are offered; 
one entitled The Contemporary Woman: History, and Political Science; 
the second is a very popular course, entitled Women in Literature. 
Because it was oversubscribed a second section has been made available 
for the spring semester, and both sections are taught by doctoral 
candidates in the Department of English. 
Dr. Jean O'Barr teaches Political Science 163, Women in Developing 
Societies, Dr. Anne Scott teaches History 169-170, The Search for the 
American Woman: A New Approach to Social History. Beyond these few 
courses I know of none of the regular course offerings that deal 
specifically with women. 
Since The Women's College and Trinity College were merged four 
years ago to form the coed Trinity College of Arts and Sciences we 
have few special services for women; men and women students are 
handled together by the academic deans, the deans of student affairs, 
the University counseling center, and the health services. 
I would be interested in learning the results of your study on 
colleges similar to Vanderbilt and Duke. Please include me among 
those to receive any information arising from your study. 
Best wishes. 
VB: js 
cc: Dr. John Fein 
Sincerely yours, 
~ . ' .ffi, Vlrg~a4 Assis-~~tB~~an 
~ar~ed Degrees Conferred 1972/73 and 1973/74 
ational Center for Education Statistics 
=i:= ................... . 
Russian and • ger_l8f'8l ........... . 
la Sl8W: studies ..... .. ~American studies .......... . 
CJfher icarl studies ················ 
. .. . . . .. .. . . . ··············· 
~ ecielices •••••••••••.. 
liology, general . ......... . . .. .. . 
~ral .... .. .. .. . ..... .. 
?ook>gy, gene(&i·::::::::::::::::: 
~·human and animal . 
. Phpiotogy. liim8n and anl,mal .... 
~.:::::: : :::::::::::::: 
~~:~ ~~~~~~~~~~~~ ~ ~~~~ ~ ~~~ 
~~·~:::::::::::-:_ 
Aerospace, aeronautical, 
~tronautical ~ng . . .... . 
Agri<;ultural engineenng ..... . .... . 
Architectural engineering .... . . .. . 
Olefnical ~ ....... . ... . 
Petrtieeurn  ... . ..... . . 
Civil, construction, transport. engr. 
-&clrical., ~and 
~~···· ~~·········· lndustriaJ_  ............ . 
engineenng .....•... 
t:enmC engineeli1119 ........... .. y,.-...._. . --.-;~~··::: 
£:11gi1111eai11g physics ............. . 
Midas a1gineeri11g ..... . ....... . 
Ei1gineeri119 mechMics ......... . . 
ErMronnent.al. sanitary . . 
Naval _an:taedure.. engmeenng 
~- a1gl11een11g .· ........... . 
_a1g11 ... 111g 18chndogies ..... .. . . 
Olier ....... .. ................ .. 
,... ..... appllld... . ••....••.• 
Fine arts. general ............... . 
Art ............................. . 
M history and appreciation ..... .. 
Men 
1,464 
116 
62 
114 
841 
331 
33,478 
24,867 
537 
213 
4,397 
1 
150 
1,092 
2 
847 
182 
32 
1,158 
49,891 
_3,010 
1,192 
518 
300 
3,337 
369 
8,016 
11,302 ' 
- 7,674 
2,877 
448 
-~ 175 
49 
277 
271 
299 
143 
172 
376 
7,351 
1,735 
1,739 
126 
88 
166 
1,003 
358 
15,371 
11,763 
328 
191 
1,391 
57 
815 
254 
21 
14 
544 
802 
77 
18 
4 
6 
117 
3 
1'29 
117 
63 
44 
10 
,I 16 
'S 
2 
10 
10 
3 
10 
3 
105 
52 
15,913 24,103 
1,837 3,275 
5,296 8,972 
417 1,713 
Men 
898 
85 
45 
82 
166 
320 
4,587 
2,232 
217 
36 
499 
73 
166 
261 
70 
184 
172 .... 
613 
15,029 
872 
54a 
147 
22 
1,014 
66 
' 2,804 
3,444 
t,823 
1,689 
210 
" 67 
22· 
63 
115 
395 
208 
538 
SC 
200 
928 
4,325 
432 
1,095 
101 
Women 
44'4 
41 
29 
54 
160 
160 
2,014 
978 
106 
21 
184 
20 .... 
191 
23 
65 
26 
53 
303 
356 
35 
9 
4 
2 
31 
49 
55 
21 
45 
6 
1 
1 
1 
8 
6 
32 
1 
9 
. 40 
3,678 
385 
793 
226 
Men 
118 
5 
6 
6 
49 
52 
2,740 
496 
150 
31 
224 
123 
187 
251 
91 
351 
162 
77 
597 
3,257 
255 
170 
45 
3 
390 
24 
364 
697 
379 
144 
116 
19 
3 
7 -
21 
105 
156 
56 
3 
4 
296 
440 
23 
8 
33 
WOl!len 
45 
2 
2 
. 1 
. 31 
9 
700 
161 ' 
32 
5 
54 
30 ' 
40 
97 
25 
100 
10 
16 
130 
55 
5 
3 
10 
.1 
4 
8 
6 
2 
3 
\ . 
1 
1 
3 
8 
145 
13 
2 
34 
Foreign languages ...•• ; •••••.•• 
I~ I~~~:.~~~~~'..::::::: 
Gennan ....................... .. 
ltaHan .......................... . 
Spanish ....................... .. 
Russian ........................ . 
Latin ........................... . 
Olher ......................... .. 
Letters •••••••••........•..•••••. 
English, general ................ . 
Literature •. English ............... . 
• ~rative literature . . .......... . 
Classics ........................ . 
Linguistics .................... . . . 
Speech, debate, forensic science . 
, Creative writing ................. . 
·Teaching of English · 
as a foleign language ......... . 
Philosophy .................... .. 
Religious studies ................ . 
Other ......................... .. 
llathelnattcs •.•.••.••.••..• : ••.. 
Mathematics, general ............ . 
Statistics ....................... . 
Applied mathematics ........... .. 
Other ......... , ................ . 
Physical sciences •••••••••.•••.• 
Physical sciences, general .. .... . . 
Physics, general . . ............. . . 
Chemistry, general ............. . . 
Atmospheric sciences, meteorology 
·Geology ... ~ .r •.......•..•••...... 
Earth scienees, general ....... . . . 
. Oceanography , .................. . 
Olher ....... -.................. .. 
PsJchplogy ••••.••.••..•••...••. 
Social sciences ......•...•••.•.. 
Social sciences, general .. ... . . .. . 
Anthropology ....... . . . . . ..... . . . 
Economics . .............. . ..... . 
History .... . .... .. .............. . 
~raphy .. . . . ............ . .. .. 
Political science and government .. 
Sociology ............ . .... .. .. .. 
Criminology .. .... ..... ... . ...... . 
International relations ..... . ..... . 
Afro-American studies ... . ...... . . 
Ult>an studies .......... ... ..... . 
Other .... .. ................... .. 
--Repri nted with permission of the Chronicle of Higher Education, Suly 19, 1976. 
Copyright (c) 1976 by Editorial Projects for Education, Inc . 
Bachelor'• deg,.... 
Men 
4,900 
223 
978 
828 
77 
1,761 
264 
107' 
362 
27,434 
15,239 
1,452 
133 
230 
116' 
3,187 
79 
66 
4,393 
2,373 
166 
12,874 
12,238 
163 
398 
75· 
17,751 
864 
3,607 
8,338 
279 
2,631 
825 
223' 
984 
25,849 
96,480 
9,539 
2,673 
12,297 
24,773 
3,293 
24,733 
15,3.14 
1,123 
815 
174 
797 
949 
Women 
14,879 
625 
5,315 
1,597 
215 
6,098 
360 
. 204 
465 
37,891 
27,614 
2,145 
273 
220 
315 
4,084 
83 
199 
1,416 
1,280 
262 
8,939 
8,699 
94 
121 
25 
3,536 
215 
329 
2,()97 
15 
520 
203 
14 
143 
26,407 
55,723 
7,511 
3,329 
2,121 
12,608 
946 
6,199 
20,582 
374 
378 
218 
492 
965 
lluter'a deg.- Doctor'• deg-
llen 
1,351 
186 
288 
227 
26 
410 
40 
23 
151 
5,284 
2,485 
385 
93 
72 
207 
685 
157 
124 
544 
420 
112 
3,340 
2,842 
345 
127 
26 
5,200 
214 
1,5.13 
1,573 
188 
780 
263 
188 
481 
3,-
12,313 
1,468 
497 
1,842 
3,116 
618 
1,992 
1,327 
118 
598 
9 
534 
194 
Women llen 
2,640 520 
310 114 
907 .83 
323 83 
55 11 
832 131 
60 16 
40 3 
113 79 
6,881 1,789 
3,957 691 
512 219 
138 66 
54 , 29 
248 84 
1,004 209 
61 1 
264 
120 346 
301 122 
-222 22 
1,500 931 
1,354 733 
108 137 
28 48 
10 13 
887 3,378 
49 34 
132 1,053 
448' - f,485 
7 52 
90 '248 
80 27 
11 . 65 
70 414 
2,830 1,848 
4,984 3,382' 
851 53 
388 259 
303 713 
1,427 913 
145 199 
456 655 
869 455 
22 11 · 
108 73 
10 
260 6 
145 39 
Women 
403 
84 
130 
66 
8 
72 
11 
3 
29 
844 
383 
146 
64 
17 
61 
72 
67 
22 
12 
100 
86 
10 
4 
253 
2 
47 
150 
2 
10 l 
3 
5 
34 
891 
744 
14 
117 
75 
201 
18 
111 
177 
2 
3 
3 
1 
22 
Sexism in Graduate Admissions: 
The Letter of Recommendation 
To gain appreciation of the subtleties of sexism in 
psycholcigy, it seemed appropriate in connec~ion with 
J study o( attrition in gradu;!te school ( Lunnchorg & 
Lunncborg, I <Ji 2) tu make note of pu>-sihk sexist dr-
'criptions occurrini;: in letter~ of recommendation. The 
students rc,e:irched were the IB admitted to i;:radu:ite 
study ;it the University of \\'ashini:ton over the f1vc-
yrar period 1% .~-1967. Female~ constituted 31<;; of 
this !!roup. Two experienced Testing Bureau raters 
codl'd data on GRE scores. undergraduate transcripts , 
cpialifyini.; t:xams, etc., from confidential folders . They 
also rated the three required letters of recommendation 
for degree of supcrlativene~~. Any comment that was 
sexist according to two criteria was recorded. Sexist 
comments were either of the "good for a woman " type 
(implying a lower level of expectation for icmales I 
or of •he "physically attractive" type (commenting 
on femininr traits irrelevant to gradu:i tr study I. De-
>cri1,tior:~ of "mur::I character" wen• no t con si dered 
srxist. Likc\'.'ise. comments on "emotional stahility" 
and statements such as ' 'personable :ind well-bred" and 
"very socially mature and sophisticated" were not con-
sidered sexist. although more often written about 
womeu. They legitimately could ha\'e been said of 
men being considered for gr::iduate study. Not counted 
as sexist were "bright girl," "first-rate girl," "charming 
girl," anci "as a person , neat and attractive" which come 
close to the sexist definition but could be transpo5ed tu 
refer to males and suggest characteristics having to do 
with school success. 
The number of indi,·iduals who had sexist comments 
made about them was actually 12, I out 01 the lS) 
male5 and 11 out of the 38 females. Aiiout the male 
;;tudent the comment was made, "As far as I know he 
hJs no ,·ices, which may or may not be a very ni ce 
thing to say about :i man," which i5 sexist for inferring 
the candidate's moral character goes against the male 
norm. Here, as with the statements made about 
women, ;t was undouhtedly intended as praise; the 
writer sincerely thought he was saying something good 
a hour the student. 
The 11 statements judged sexist in regard to women 
were: 
1. She 1s, i!,lcidentally, a tall and beautiful rcclhl!ad and 
a thr1roui;hly charming person. 
2. Pretty she's nut, hut pleasant anrl sparkly and ener-
i.:ctic she is. 
3. She makes friends i·asily, i:; outi.:oi,1i;, physically at-
tractive . vivaci1111~ and in cxcdlent hralth 
4 . She is an attradiw your,g lady with a <lclii.:htful, 
pleasing personality and l(entecl manntr. Sl.c has a i:rcat 
<lral oi promise fnr a career in psyd1nl1,rr)', although h~r 
recent marri:•~'.C may rider her . She h very attractive in 
a,ipcar~nrc awl r,rr:,nnalit y and he·• chn.-actcr is txemplary . 
.'i. She is a ~ ll'n dcr, very attractiv!., personable young 
woman who is hri1·ht and hwhly motiv:llcd . 
6. Sile was clccl('fl 1!0mernrnir>i; Q1a~ t· n thh year .. 
There is no doubt in my mind that sht· will successfully 
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rnnclud,, her dortur;il wnrk. In most instances 1 would be 
rl'lurt.rnt to ~y this about a female student, but in her 
ca;c I have every confufrncc in my prediction. 
7. In pcr~onality she shows poise, vivacity, good humor 
an<l charm. She makes an excellent social impression, 
being attracti\·c, well -groomed, and approp1 iatcly dressed. 
I believe she has a frne reputation and I would have no 
n·a,on to question her character. nrnrals, or emotional 
health. She is the kind of woman who should be en-
couraged to pursue graduate study. 
8. Her problem is her lack of a clear conception about 
what kind of woman she wants to be; she is dependent 
and yet b expected to be independent as a student. But 
she has no children young enoui:h to keep her preoccupied. 
9. She is a quiet yet personable young woman, rather 
neat and attractive though no t likely to unduly distract 
1:1~ le graduate students. 
10. She is task-oriented, self-starting, non-neurotic. An 
unusual ;!:irl graduate student. 
Although all letters on Student ! I contained sexist 
comments, O;le is reproduced in its entirety. 
11. r know Miss moderately well. She wru: a 
student in one of my classes, and I ser\'ed as an adviser 
to her one summer during a research program. She is an 
a ttractive blond with a quick ~mile. Jn an unassuminl( 
and natural way, >he easily exceeds the usual standards 
(especially for frmale graduate students) of pulchritude. 
I have ;, feeling that this h.is helped her along her aca-
demic career so far. And it is likely to do so in the 
future. Her attra~tivencss anc. pleasant personality is not, 
in mv opinion, to be considered a handicap. Unfortu-
nately, I am somewhat less sure about her academic ao111ty. 
She received an "A" in my 'hild development class (which 
is not very <liffirult for upperclass majors), and she per-
formed only moderately one summer in a fairly unstruc-
tured situation where a written paper was required. She 
is quite conscientious and well-moti\'atcd, but I found her 
actini; n1uch more as a very competent secretary than as 
an indep.:n<lent scholar. Of course this is not entirely 
unexpected considering the usual sex and age relationship. 
I have not observed !ier perf0rmance in any structured 
:ind rigorous situation; tl1erefore I cannot give a very 
accurate estimate of how she might perform in the usual 
first year of graduate wor1'. I assume that she h~s the 
basic au ilit~· reriuired, but I cannot give her a very enthusi-
astic recommcndatior. on this :;cc~c . She h~s inrlicatcd 
that she is most inlcrcsterl in experimental psychology, but 
I do not irno,·; what has motivated her. I suspect that 
;he works best in a structured rituation, and that ass!sting 
in s0n1c ti1,1htly designed animal experiment was to her 
liking. This, of co11rsc, may not have indicated any of 
lhe necessary tl1corrtica) attributes drsirablc in that spe-
ciality. I rcconimcnrl her with sonic rescrvation. 1 
It is not ckar just how these -,1at1~111cnts afkr.tcd the 
dep:irlment\ decisio n to admit these women. It is ~lso 
not known wh:11 tile l>roporlio11s of ~exi s t comments 
' lnridcntaliy, \his student rc,.civcd her PhD in cx:u:tly 
four y1·an. 
Copyright 1973 by the American Psychological Association. Reprinted by permission. 
,;, · :.<~ ·t~; - .. ·! :--:- e:-.> .. ::1d ·.-.. Jrnt:-1· .. i0!~e ;.:. wen: 1~~:e 
·1 i:e· t <bt:i )1,d ;.t•·n d: c.:i rdcd T he !]ue;tiun , rJ!~ <·<; 
by t'1i, lit1 \c· -u n·ey arc the pr0ic-,iu1.al le1:itim1cy ci 
u'i1 1g 'U' h cu1111:.1·r.t ' in dr,c ribing 'tudcnt s hrin;! C\ :tlu-
atcd for i.:r :1d c·ttr ,chorll, Jnd the q1H·,:.irin of the effect" 
on eH:ryonc's hci1,,,·ior lh:it such juc.lgmcnb hav-: 
r\<~ the ;ittrilir.n study ~hriwcd, women in the first 
four years oi gr<1du:1le 1·:ork did drop <iut , i~niticantly 
more often than did mc•a , bt; t two-thirds of them did 
Bccau<,c of this grea ter real 1isk in 
aucptin;; a 1r1.man <.ludcnt into g~:iduatr :;chool. c•:ery 
rncans r,f r~vcr:-ing female at Lrition must be found . 
Stereotypic t:xpecl atio:1s regarding fcm:ile bcha vinr. 
th J. t is, bc i;~g Jc,., aggrc,;~ i\'e, iess cumpd1tive, lc: >. 'i 
in•creo;tc:l :;1 math anc scic:~ct: such ~s 13rovcrman, 
Bro1·erman, Cbrhon, Rosenkr;intz, and Vogel I 19i0) 
found. must not be pcrpetu;,tcd by such practices as 
sexist comr.wn1 s in let tcrs of recommendation. If sex-
sterrotype expectations can be changed in women not 
enluated in terms irrelevant to their success and 
contribution to psychology, it could he expected that 
grc~ter numbers of them would pcr;ist in achieving 
the "frlale .. norm. The comment of a University of 
Chicago profr,sor th:tt "The admis :;ions comr.-iittee 
didn't do their job. There's not one good-lookmg 
girl in the: entt~inr; cJa,s'' I :\forgan, 19iO J wasn't really 
ftJttCrir.g tQ \\'()n l flf) ~nrl ni•1t~~~ •:;::-: :!:.: \. VllUhl;lll!> 
fou;id in thi; surwy. 
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CAt<OL LILI.IE 
University of Washington 
the university of tennessee student services building suite 413 circle park drive knoxville, tennessee 37916 
Director of Women's Programs 
Vanderbilt University 
Nashville, TN 37203 
To Whom It May Concern: 
July 16, 1976 
The University of Tennessee, Knoxville is opening this Fall a 
new Women's Center as a unit of the Student Activities Office. Our 
top priority for next year will be the development of a broadly 
based, comprehensive series of programs for, by, and/or about women. 
We would appreciate receiving any printed materials on your women's 
programs, including pamphlets and brochures, calendars, and newsletters. 
We are planning to print a monthly newsletter with information 
on all campus activities and events of interest to women and would at 
your request, be happy to place you on our mailing list. Thank you 
for your assistance in the establishment of our Women's Center. 
ty 
Sincerely, 
Marguerite M. Carini 
Assistant Director 
Student Activities 



APPENDIX 
TABLE I. VANDERBILT UNIVERSITY FULL-TIME, FULL-STATUS FACULTY HIRING 1970-1975* 
.. ~ ,f _~ '%:! ~ 
.. 
SCHOOL 1970/71 1971/72 1972/73 1973/74 1974/75 1975/76 TOTAL 
T w %W T w %W T w . %W T ·w %W T w %W T w %W ·T w %W 
A&S 22 0 o.o 23 6 26.0 18 0 o.o 21 3 14.3 23 8 34.8 14 2 14.3 121 19 15.7 
DIV~* 1 0 o.o 0 0 **** 1 0 o.o 2 0 o.o 0 0 **** 0 0 **** 4 0 o.o 
ENG. 2 0 o.o 5 0 o.o 4 0 o.o 0 0 **** 3 0 o.o 2 0 o.o 16 0 o.o 
GSM 0 0 **** 1 0 o.o 1 0 o.o 0 0 **** 3 1 33.3 0 0 **** 5 1 20.0 
LAW 3 0 0.0 3 0 o.o 4 1 25.0 0 0 **** 3 1 33.3 1 0 0.0 14 2 14.2 
MED. 43 3 7.0 54 6 11.1 40 2 5.0 45 6 13.3 41 11 26.8 70 11 15.7 293 39 13.3 
NURSING 12 12 100.0 14 13 92.9 8 7 87.5 19 17 89.5 10 10 100.0 13 13 100.0 76 72 94.7 
~ ~ 
UNIV. 
TOTAL . 83 15 18.1 100 25 25.0 76 10 13.2 87 26 30.0 83 31 37.3 100 26 26.0 529 133 25.1 
*For joint appointments: 2 titles,2 schools: counted once by primary title full-time,full-status; once part-time by 
secondary title 
2 titles,l school; · counted once by primary title 
**In Divinity one woman was hired part-time,full status in 1973/74 (for the year beginning fall 1974). 
**** indicates that there was no hiring at all 
Sources: Gazette; Commission on the Status of Women Departmental Questionnaire 
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TABLE II. VANDERBILT UNIVERSITY FACULTY HIRING 1970-1972 and 1973-1975 
1970-1972 
' • < 
_ NA;s;o~ ~;'~~ ~~~,~~ MJ;; __ ~;~~w ~/~~~;;_ ;_~~;~ Tt~~~-~ 
fuu. -'Tl~: 
PR.of .3/o 0 ~() 0 x 0 '% 0 '% 0 l ..... " 0 • 
' A~ 10/0 0 Yo ~ Yo r, 1'1·3 r~ 100.0 % a!·I ... ' 0 0 0 
~ ' • I % " Asc:.1. '·' y() '% 0 1, 12.-S' Yo 0 %. 3.7 ~ ar.o 1~ 4' ~ - 0 1; ~ST. ''11 2j. '/o 0 .51/, Jt>!f 'k~ "' ~~3~.1 . ,. Le-er: "/r j.O. 0 Vo 0 y, 14· ~ 
.~ 
iES£Aetli 33 ~r3 ~· ~ .>~ • ,~It. 
V\SITU''4G o/i. Ii· 'lo 0 "/o 0 fa. /(). ~ 11 -1 
'." ~ TOTAL. 
1o<1j,,._ '·' % 0 I~ 0 r, ~-3 % 0 '1'3 S.t %0 "~ 'I.rs" ''· v-. f'All·~""- : , ... 
- ' ' . ~ PftC\"-1i ~ 
P'-.of. 
1% 0 % 0 
•' f\~. I Yo 0 Yo 0 % 0 "' ... I . 
.. it •i1 f\S~T . !'!2. -'5.o Yo 0 Yo 0 r.i ao.o . , ' .. •..i j:MsT. Ii 8'.3 y,._ ,,,7 %. ftJ0.0 o/s- ~2.-5' . , . ~ 
r 
. ·.,, .. : • LEC:T. I °% 0 o/, ,,.7 Vo 0 r,._ 2,2. 13 100.0 % :ll·' .,l.. t l. 
1 !.~.. .. 2fs£f'e£.tl [ % 0 3 0 % ' I!"', '1 0 
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Excludes adjunct and clinical appointments. Joint appointments counted as in Appendix Table I. 
Source: Gazette; Conunission on the Status of Women Departmental Questionnaire 
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Because the inadequate representation of women on the full-time faculty 
at Vanderbilt has become patent to the Commission on the Status of Women, and 
because w~ think that remedies should be sought before the final report of the 
Commission is ready, we are at this time submitting an interim report based 
on the findings of the subcommittee responsible for this group. 
Whe~ the Professional Women at Vanderbilt in 1972 requested that the 
Chancellor establish the Commission, the first example they gave to support 
the need for investigation was an inequity that demanded immediate attention: 
of approximately 300 full-time faculty in the College of Arts and Science in 
1971-72, only 16 were women. That statistic, as we shall see, has not changed 
appreciably. The report shows that although we investigated many facets of 
possible discrimination against full-time female faculty (salary differentials, 
promotion lags, benefit inequities, and the like), the one overwhelming fact 
was and is numbers. In fact, with such a small number of women as "data," 
no trends on most questions could even be surmised, let alone established. 
We acknowledge at the outset that increasing the number of women faculty 
members at Vanderbilt, especially in a tight teaching market, is a complex 
and difficult matter. We realize also that faculty women arc only one group 
of Vanderbilt women -- students, administrators, secretaries, and a multitude 
of other women on the staff compose by far the larger portion. But the faculty 
of a first-rank university is~, if not the, critical component, and it seemed 
appropriate and urgent that the first major focus be on women in the regular 
facu] ty r~rnks. 
Wj_th this i.n mi.nd, we, the members of the Commission on the Status of Wo1ncn 
at Vanderbilt unanimously endorse this report and submit it to tl1e Chancc]lor. 
WOMEN ON THE FULL-TIME NON-MEDICAL FACULTY 
Sources 
Several sources for data used in compiling this report were made available 
to us. One was the computer print-out from the Personnel Department, obtained 
through the Provost's office, for all faculty except those in the School of 
Medicine.l Names were deleted to keep identity of individuals unknown, but 
rank, percentage of time employed, salary and other information were given 
for each individual by department. All salary comparisons were made within 
ranks within department. The information obtained referred to faculty members 
in service in the spring of 1973. 
Another source was provided by Dean Wendell Holladay. This concerned 
the faculty of the College of Arts and Science for the academic year 1972-73. 
Discrepancies between the two lists (Example: 15 female full-time faculty 
members on one list vs. 12 female full-time faculty members on the other) 
appear to be the result of additions made after the beginning of the academic 
year. 
The third source reflects a different aspect of the status of women on 
campus. It concerned the faculty members who were eligible for nomination to 
the Faculty Senate. They had to be full-time, not on leave, etc., and hold 
the rank of instructor or above. 
Table 1 is a comparison of the figures on the full-time Arts and Science 
faculty. 
lThis information was requested in the spring of 1973 and is not yet 
available. 
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Table 1 
Full-time Faculty of College of Arts and Science, 1972-1973 
Source Total 
Provost's Office 278 
Faculty Senate List 277 
Proportions 
Number of Number of 
Females 
Percentage 
Females 
5.4 
The most obvious finding concerning women on the faculty is their 
scarcity in the regular appointment ranks of instructor to professor in 
the College of Arts and Science (see Fig. 1). While the ratio of male faculty 
to male students is 1 to 8, the ratio of female faculty to female students is 
1 to 71 (see Table 2). Of the full professors in Arts and Science, less than 
2% are female; 5% of the associate professors and 10% of the assistant 
professors are female. An Arts and Science student body which is 34% female 
sees only 5.4% female full-time faculty members (see Table 3). Yet over 16% 
of the Ph.D. 's awarded in the U. S. last year went to women.2 Commencement 
bulletins for 1969/70--1971/72 show that over 10% or the Ph.D.'s at Vanderbilt 
were awarded to women. 
As we look down the academic ladder we see that the percenta ge of male 
professors at each rank decreases while the percentage of female professors 
increases (see Fig. 2). Beginning at the rank of professor and looking downwa rd 
2ner:lved from data in The Natjonal Research Council Summary Report, 1972. 
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Table 2 
Ratio to Full- Time Facul ty to Students 
Spring 1973 
Vanderbilt University 
Ratio of Male Ratio of Female 
Total :: ~tt?!e % Male # Male % Male Students to # female % Female # Female % Female Students t o 
~C :>"': O ~ . St-Jrle!it.:: Shdents Students Faculty Faculty Male Faculty Students Students Faculty Faculty f er.la l e f;i cu l ty 
_ _, ~ s 3,315 2 ,0';)7 66 . 0 263 94.6 8 t o 1 1,068 34.0 15 5.4 71 t o 1 
f rlf?. 704 ~·2 .) 88 . 8 53 100.0 12 to 1 79 11.2 0 o.o 
\:.ir ::i r.g 4% 11 2.2 2 5.4 5 . 5 to 1 485 97.8 35 94.6 13.9 to 1 
i.<iw 449 415 92.4 20 95.2 20.8 to 1 34 7.6 1 4 . 8 34.0 to 1 
C: .3'1 90 32 91.l 12 100.0 6. 8 to 1 8 8.? 0 o.o 
Divinity 159 144 90.6 16 100.0 11.1 to 1 15 9.4 0 o.o 
~!edicine 299 28-l 95.0 * * * * * * 
*r i gures not avail<ibl e at this time. 
1972-73 Full-Time Faculty by Sex, Rank, and Dcparbnent 
Rc5earch Visiting Sciluol . .u: Ran~s C:a ir.:ian Professor Assoc . Professor Asst. Professor Instructor Associate Profess c..r 
Dtpt. Total \f f ~". r ~f F Total H F %F Total M F ~bF Total M F %F Total M F %F ~I F H F 
: 1 5 ~ l l 2 
I3 c 5 0 3 
c 18 18 l 4 5 1 
D 11 lC' l 5 1 
E 12 10 3 2 l 
r 15 H 6 0 2 
G 7 5 2 0 2 l 
!-i 25 ,,-_ ;, 10 9 1 
I l~ lfi 'l 7 0 5 l 
J 17 li 4 5 2 1 
K 20 20 5 6 5 
L 8 8 3 2 l 
~I 6 s 3 l 
~ 20 20 3 4 
0 23 23 5 6 
p 24 24 6 10 
l) -l • .,, l 2 
R 19 19 6 3 6 1 
s 16 :::.3 3 4 4 l 2 
T 9 8 l 4 0 l 
Tota l 278 '.:63 :s E. 4% 19 0 ll2 llO 2 1.8% . 8 4. 80 4 4.8% 74 67 7 9.5% 8 6 2 25% 16 2 
:\ 14 14 l 5 7 2 
~I 11 ll 1 2 4 5 1 
c 13 13 1 5 7 l 1 
D · ~ 15 1 8 4 3 l 
Tot<il 53 53 0 0% 4 0 20 0 0% 22 0 0% 11 0 0% 0 0 0% 2 l 
Table 3--continued 
School . .l.11 Ran:.:.s Chaiman Professor Assoc. Professor Asst. Professor Instructor Res. Assoc . Visit in6 Prof 
Dept:. Total H F ''i' M F Total M F %F Total M F %F Total M F %F Total M F %F M F M F 
3 16 16 0 7 5 4 
4 21 20 1 ·*- 8 12 3 5 1 
5 1 l 0 0 0 0 1 
b 12 12 0 1 9 2 
7 37 2 35 9~ .6 0 2 0 7 2 10 
'Iotal 2-7 140 104 36 :.: ~ . 7% 37 2 5 .}5~ 45 38 7 15.6% 35 24 11 31.4% 17 ]_ 
Total 1-7 418 367 46 2, .o~ 23 0 151 147 4 2.6% 129 118 11 8.5% 108 91 18 15. 7% 25 7 
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to associate professor and then to assistant professor we find 35%, 30%, and 
25% respectively for the distribution of the male faculty, but 13%, 27%, and 
47% respectively for the distribution of the female faculty by rank. (The rank 
of instructor, which sees comparatively little use at Vanderbilt, being con-
sidered & temporary appointment for a person who is finishing his dissertation, 
accounts for 13% of the female faculty and 2% of the male faculty.) Of the 
19 department chairmen noted in the personnel records for the College, none 
is female. Three larger departments are illustrative. Of 26 faculty in the 
Department of English, not one is a woman, even though women earn 24% of the 
doctorates in English awarded nationally. For 1969/70-1971/72, women earned 
25.9% of the 27 doctorates in English at Vanderbilt. Of the 24 regular 
faculty (excluding three male lecturers) in the Department of History for 
1972-73, not one was a woman, even though women earn 11.7% of the doctorates 
in history awarded nationally. During the three-year period of 1970-72, the 
history department at Vanderbilt awarded 23 doctorates, 13% of these to women. 
Although not all are full-time within the department, Psychology listed in 
1972-73 30 males in the ranks of instructor to professor, and three females. 
However, not one of the three females held a tenure-track appointment, and 
on a national scale women earn 20.2% of the doctorates in psychology. 
At Vanderbilt the percentage of women Ph.D. 's in psychology fell well below 
3 
the national average in the three-year period of 1970-72. The percentage was 12.1. 
3The data on degrees awa~ded nationally arc derived from th e U.S. Depart-
ment of l!calt.:h, J·:ducaUon, and We]farc, B11reau of Research and Dev e lcpmc'nt 
and t.lie N;_il:ionnl Cc·nlcr- for l'.: cluc..ition.'.ll SU1ti s tics, l ~<lrn<_:i 11t'£T!l!::i. _Cn_n_f_<_:_r::_rcd: 
Bach£_J_<:>_r_::_~~ !l_r1~! . ll_i_Bli_r~_-r:_ }.~~:z~·s, "Proportion of Doctorntf' s EarnC'd by Womvn, 
By arc~a and 1:i(•.ld, 1960-69." The dnta on VanderbiJ t dc~grN•s wf'rc gath C' rt!d 
from Vanderbilt Commencement Bulletins. 
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In 1973-74 only one of these three departments, history, has appointed a 
woman to a tenure track position. 
Outside the College, and excluding the School of Medicine for which we 
have not yet obtained official statistics, the distribution is even more skewed. 
With the exception of the faculty of the School of Nursing, which is 94.6% 
female, there is only one female member of the full-time regular faculty in 
Law, and none in Divinity, Engineering, or Management. 
While some progress appears to have been made in the last few years, and 
four departments (polit i cal science, history, economics, and sociology) have 
given appointments to women at the assistant professor rank for the 1973-74 
academic yea r, the resu l ts are far from adequate. The Vanderbilt faculty 
remains essentially a male faculty out of proportion to the "qualified" 
women who are available at the Ph. D. level.4 
Salaries 
The same l c w nurnber of women faculty members that makes their status on 
campus difficult to evaluate also makes it difficult to do any meaningful study 
of trends in salary . The only fair comparison is between male and female 
members at the same rank in a given department, but the scarcity of female 
faculty membe r s ma kes the establishment of such comparison quite limited, a s 
can be seen in Tabl~ 4. Of the 46 female members of the full-time non-medical 
faculty, 31 were at ranks for which there were no male counterparts for com-
parison in their departments. No clear trend could be seen for the 14 for whom 
there was at l east one male faculty member for comparison: some females fell 
below t he mean a nd rnecHan, while some were above; some were lowest in thei r 
-------·--
411 Q11a lif ic.:<l" b a t e rm tha t is heard, curious ly enot1gh, only rarely bcfor0 
man but fr e que n t l y be f or e ~..9..'.~~1- in current dtscus sions o f faculty r ec ruit incnt . 
The fe e linf: rh;:i t it is nece ss<Jry to qua l ify the t erm~~.::.~ thu s ly .in r eferring 
to a person with the sn me. l eve l of train·ing as the malc.•s with whom s he is bej 1w. 
comp<i red s u ~·. gescs ;i p.:-.ttcrn of th :lnking about women that make~~ objcc t.i.vhy clu :;j\t 
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Table 4 
SALARIES OF FACULTY WOMEN COMPARED TO MEAN AND MEDIAN 
SALARIES OF FACULTY MEN WITH SAME RANK IN SAME DEPARTMENT 
OR SCHOOL (MEDICAL SCHOOL EXCEPTED) 
1972-73 
Professors 
1 $9,700 below mean and median (2 males). Lowest of 3 in salary, approxi-
mately the same length of employment. Also lower than salary of one 
associate professor. 
1 $700 below mean and 1,500 below median (3 males). Next to lowest of 4 in 
salary, next to highest in length of employment. 
2 (no males for comparison) 
Associate Professors 
1 $666.67 below mean and 700 below median (3 males). Lowest of 4 in 
salary, lowest in length of employment. 
1 $965 above mean, 175 above median (5 mnles). _Thi.rd highest of 6 in 
salary, ~ext to lowest in length of employment. 
1 $1,557.14 above mean, $1,290 above median (7 males). Next to highest in 
salary, median iri length of employment. 
8 (no males for comparison) 
Assistant Professors 
1 $1,950 below mean, $1,550 below median (4 males). Lowest of 5 in salary, 
but median in length of employment. 
1 $1,690 below mean, at median (5 males). Same salary as two males, one of 
3 with shortest length of employment. 
1 $505 above mean and me<lian (2 males). Middle salary, shortest length of 
employment. 
1 $1,150 above mean and median (2 males). Highest of 3 in salary, lowest 
in length of employment. 
1 $1,250 higher than salary of single male. Lower length of employment. 
3 (no males for comparison) 
10 $235 to $4 ,,625 below mean and median of 2 males. Longest in length of 
employment. 
Instructors 
18 (no males 
l 
department at th.:it rc.nk, while some were highest. A few individual cases 
seemed questionable, but no overall trends were discovered. Again, the 
scarcity of women on the faculty makes such a study of little value. 
Promotions 
Here. also the scarcity of women makes it meaningless to look at present 
for trends in promotion that would suggest either discriminatory or non-
discriminatory tr0atment of women faculty members. At present, the main 
problem for faculty women at Vanderbilt does not appear to be rising within 
the system so much as entering the system. 
Problems with Ent!'.)'_ into the System 
One of the major problems of entry into the system is a less-than-adequat e 
awareness on the part of faculty involved in hiring that the applicant pool 
must be opened up to women. There is insufficient consciousness on their 
part that this is a legal obligation, not merely one of good will. There is 
also insufficient realization that Vanderbilt has an Affirmative Action Plan, 
required of private institutions holding federal contracts. Although the 
Provost's Office and the Opportunity Development officer have held ''seminars " 
on Affirmative Action with the chairmen of the College and of the School of 
Engineering, the prevailing attitude among the faculty at Vanderbilt is still 
not conducive to a ready recruitment and objective evaluation of female 
applicants. At best, the attitude appears to be one of unwilling cooperation 
in the face of possihle pesky complaints to HEW or other government agencies. 
Like many other universities, Vanderbilt has on occasion filled part-time 
positions with women, largely because they have been immediately nvailnblc, 
in some cases as faculty wives. This practice can lead to inequities. 
A part-time appointment obviates any commitment by the department and usually 
means a "second-class status" even though the woman may have all the credentials 
that would qualify her, under other circumstances, for a regular appointment 
at Vanderbilt or elsewhere. The Commission subscribes to the statement of 
position of Committee W (Women) of the AAUP, approved February, 1971, providing 
for full-status appointments and possible tenure to persons (men or women) of 
less than full time. The statement reads, in part: 
These policies would provide felxibility by permitting a 
limited number of persons to assume senior faculty positions 
with reduced loads and salaries but with full perquisites, 
by meeting special needs of individuals, especially those 
with childrearing and other personal responsibilities, and 
by increasing the options available both to individuals and 
to institutions. 
In the last three or four years a number of major institutions, such as Yale, 
Princeton, Columbia~ and Wisconsin, have adopted policies that make possible 
part-time, full-status appointments that provide prorated benefits and may 
lead to tenure. 
Another problem in gaining access to a regular academic position is a 
practice that is discriminatory but veiled in more acceptable terms than 
"I just don't like to work with women." This is usually stated as follows, 
"The man that we select to fill this slot must not only be the best qualified 
of all candidates, but he must be compatible with our present faculty. He 
must fit in.'' This attitude reflects a psycholog~cal phenornen~n, borne out 
by empirical studies, that "like is attracted to like." Thus, in a department 
dominantly male (the pattern at ·Vanderbilt), "brc~aking into the circle " is 
doubly difficuJ t for women at the outset. The danger lies in the possibili.ty 
that a male candidate may be judged the "best qualified" in part for this 
reason, whether the reason is overtly expressed or not. 
13 
The equitable Lcpresentation of women on the faculty is first a question 
of the right of individuals--the right to equal employment and advancement on 
the basis of qualifications and accomplishments, objectively assessed. It is 
incumbent upon any university that aspires to preserve and transmit human 
rights to move actively toward their realization. The Commission believes 
Vanderbilt is such a university. 
From a pragma~ic standpoint, the few faculty women now at Vanderbilt are, 
for the most part, vulnerable academically (only five in the College have 
tenure); they tend to be overworked by committee assignments (the "token 
woman syndrome"); and their voice in policy-making is too small to have much 
effect. Further, the situation contributes to the lack of perception by 
students, male and female, of women as intellectual leaders and scholars. 
Faculty women as role models for female students will become increasingly 
significant, in view of the changing ratio of men to women on campus as a 
result of abolishing the sex ratio in the Ccllege and larger numbers of women 
entering the professions, such as law. (The percentage of women in the Col l ege 
has risen to 36%; i n the Law School, to 13%. ) 
Given that a greater number of female faculty is a first priority, the 
Commission r ecommends the following for immediate implementation: 
1. Update the Affirmative Action Plan of Vanderbilt and see that it 
is widely disseminated. Encourage faculty members to become fami liar 
with HEW Gui delines on sex discrimination. 
2. Explore the possibility of using a plan s imilar to tha t of the 
Univl:'rslty of Wisconsin (s ee attached), whereby each department sets 
its own go.'.l ls and timeta bles for hiring womcm according to the na t ional 
perce n tage of Ph.D. ' s tha t have been awarded in d ie a r ea and the number 
of ope nings Lxpccted to occur. 
14 
3. Support a standardized method of reporting recruitment 
systematic monitoring. 
4. Urge the adoption of the part-time full-status policy initiated by 
the Off ice of the Provost and transmitted to the Faculty Senate by 
the Chancellor. This policy provides for tenure-track appointments 
at less than full time, with prorated benefits. 
5. Give special attention to making appointments 
making level in the administration. 
6. Make possible new faculty appointments at the highest rank of 
professor or distinguished professor. To realize the appointment of 
women at the upper level, the Commission suggests that the Development 
Office and the University administration seek new funds, p0ssibly 
from private foundations or individuals, to establish an endowed chair 
(at least one but preferably two or three) specifically for senior 
. women faculty. The tenn of appointment would be for three years, 
after which the College or school would assume salary responsibility. 
When the establishment of such positions is announce<l, nominations of 
women candidates would be invited from all the schools. The benefits 
to departments are evident: it would provide three years of service 
from a teacher-scholar of proven eminence. But equally important is 
the in.centive it would give to all departments aggressively to recruit 
women at the upper ranks. Only one or a few would ea.rn the plum of an 
endowed appointment; but we can expect that ouce having invest i gated 
prominent women candidates, other departments or divisions of the 
Univers:lty would try to hire their cancl:idar:es out of regular fund s . 
l5 
The pres ence of eminent women scholars would attract othe~ female 
faculty, would provide needed encouragement to the women now in 
junior ranks, would inspire women graduate students to persist in 
their careers, and would raise goals and expectations for under-
graduate women. 
7. Not only as an attraction to potential female faculty but also as 
a benefit to all women employed at Vanderbilt, adopt a workable and 
fair maternity policy and support the efforts of the Provost in 
establishing child care facilities. 
Sex Differences • Compensation Ill 
Men Women 
Church- All CllUre3- All 
Public Independent related combined Public Independent ..... Clllllblned 
Category I: University Level 
Professor ....... . ........ . .... .. ... . . . .. $27 ,260 $30,970 $25,350 $27,850 $24,840 $26,980 $23,080 $25,060 Associate Professor .. ........ ········ ... 20,320 21,460 19,950 20,460 19,670 20,640 18,340 19,710 Assistant Professor .... ....... . .. . . . .... 16,880 16,970 16,470 16,870 16, 120 16,310 15,300 16,090 Instructor ............................... 13,460 13,090 13,620 13,420 12,840 12,770 12,660 12,820 All ranks ....... .. ....... ·· · ······ ...... 21,750 24,260 30,340 22,080 17,130 17,920 16,270 17, 180 
Category llA: College Level 
Professor ........ . . .. .... ··········· . .. 24,880 24,480 22,410 24,560 24,140 22,750 19,620 23,590 Associate Professor ...... ·············· 19,760 19,520 18, 130 19,530 19,300 18,640 16,530 18,900 Assistant Professor ..................... 16,390 16,120 15,300 16,220 15,860 15,370 14,030 15,590 Instructor ....... ... ... . . .... ············ 13,420 13,180 12,270 13,250 12,730 12,560 11,670 12,560 All ranks ...... ................... ··· ··· 19,780 19,440 17,940 19,520 17,080 16,370 14,540 16,690 
Category 118: Bachelor's Degree Level 
Professor ................. ..... ... ...... 21,810 23,990 20,680 21,940 19,810 23,500 18,670 20,540 
Associate Professor ........ ············· 18,370 18,230 16,560 17,420 17,230 17,590 15,310 16,260 
Assistant Professor ...... ········· .... .. 15,340 15, 150 14, 120 14,630 14,680 14,800 13,240 13,970 Instructor ... ....... .. ... .... ········· ... 12,920 12,470 11,600 12, 170 12, 140 11,920 11,090 11,560 All ranks . 17,260 18,490 16,340 17,150 14,780 16,280 13,750 14,620 . . ... . .. .. . ... .. . . . ....... ..... 
Category Ill: Two-Veer College Level 
Professor ..... .. ... .. .. . ... ··········· .. 24,180 15,710 23,980 24,200 24,040 
Associate Professor . . ... ... ············· 20,140 14,700 14,300 19,990 19,550 13,330 13,540 19,300 
Assistant Professor . ······· . .... ... . ... . 16,920 13,230 12,060 16,790 16,540 13,000 11,580 16,440 
Instructor .......... ..... ..... ··········· 14,190 9,130 10,720 14,010 13,170 9,540 10,620 12,930 
All ranks ...... .. ...... .. . . ············· 18,220 12,290 12,680 18,050 16,410 10,840 11,460 16, 180 
Category IV: Institution• Without Ranks 
One rank ............... ········ ...... .. 18,820 16,070 12,730 18,590 16,960 14,580 11,880 16,690 
• Samplfl loo omall to be meaningful. 
NOTE. lnslolutoons on Category I otter the doctorate and In the most recent three years conferred an annual average ot 15 or more earned doctorates on at least three 
non-related dosciphnes. lnst~utions in Cat8QOf)' llA award degrees above the bachetor"s degree but do not qualify for Category I. lnstilutlOns in Categoty llB award 
only the bachetor·s degree or its equivalent. 
--Reprinted with permission of the Chronicle~ Higher Education, June 28, 1976. 
Copyright (c) 1976 by Editorial Projects for Education, Inc. 
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GUlDELINES FOR EQUAL TREATMENT OF THE SEXES 
IN McGRAh'-HlLL BOOK COMPANY PUBLICATIONS 
INTRODUCTION 
The word sexism was coined, by analogy to racism, to denote discrimination 
based on gender. In its original sense, sexism referred to prejudice against 
the female sex. In a broader sense, the term now indicates any arbitrary 
stereotyping of males and females on the basis of their gender. 
We are endeavoring through these guidelines to eliminate s exist assumptions 
from McGraw-Hill Book Company publications and to encourage a greater freedom 
for all individuals to pursue their interests and realize their potentials. 
Specifically, these guidelines are designed to make McGraw-Hill staff memb ers 
and McGraw-Hill authors aware of th~ ways in which males and females have 
been stereotyped i~ publications; to show the role language has played in re-
inforcing inequality; and to indicate positive approaches toward providing 
fair, accurate, and balanced treatment of both sexes in our publications. 
One approach is to recruit more women as authors and contributors in all 
fields. The writin~s and viewpoints of women should be represented in quota -
tions and references whenever possible. Anthologies should include a lLlrger 
proportion of selections by and about women in fields where suitable materi-
als are available but women are currently underrepresented. 
Women as well as men have been leaders and heroes, explorers and pioneers, 
and have made notable contributions to science, medicine, law, bus iness, 
politics, civics, economics, literature, the arts, sports, and other areas 
of endeavor. Books dealing with subjects like these, as well as general 
histories, should acknowledge the achievements of women. The facl that 
women's rights, opportunities, and accomplishments have been limited by the 
social customs and conditions of their time should be openly discussed when-
ever relevant to the topic at hand. 
We realize that the language of literature cannot be prescribed. 
mendations in th2se guidelines, thus, are intended primarily for use in 
teaching materials, reference ~orks, and nonfiction works in general. 
Men anJ wumen should l.Jt: treated pr1111arl..ly as pec•plc, and not pr1mari1y as 
members of opposite sexes. Their sh;ired humanity and common attributes 
should i.Je stressed -- not their gender difference.· Nei.tller sex !;lwuld he 
stereotyped or arbi.trr.1ri.ly asslen£~d to a lE!<H.llng or secondary role. 
111ese mater1a) !; 1~ay be reproduced :in who] c or jn part wj thout \old. tten 
permission provi.ceq that c~ach f;uch reproducti.on c;nr-i.es an ack.nowl eclgrncnt 
to the McGrnw-Jli11 j~ook Compan~·· 
Though ninny wone:1 will continue to choose traditio:1al occupations sue h 
as ho~eDaker or secretary, women sl1ould not be type-cast in these 
roles but shown in a wide variety of professions and trades: as 
doctors and dentists, not always as nurses; as principals and profes-
sors, not always as teachers; as lawyers and judges, not always ns 
social workers; as bank presidents, not always as tellers; as members 
of Congress, not always as members of the League of Women Vo_ters. 
Similarly, men should not be shown as constantly subj cc t to the "mascu-
line mystique" in their interests, attitudes, or careers. They should 
net be made to feel that their self-worth depends entirely upon their 
income level or the status level of their jobs. Th ey should not be 
conditioned to believe that a man ought to earn more than a women or 
that he ought to be the sole support of a family. 
An attempt should be made to break job stereotypes for both women and 
men. No job should be considered sex-typed, and it should never be 
irr:plied that certain jobs are incompatible with a woman's "femininity" 
or a man's "masculinity." Thus, women as well as men should be shown 
as accountants, engineers, pilots, plumbers, bridgc·-builders, computer 
operators, TV repairers, and astronauts, while men as well as women 
should be shown as nurses, grade-school teachers, secretaries, typists, 
librarians, file clerks, switchboard operators, and baby sitters. 
~ . 
Women within a profession should be sl1own at all professional levels, 
including the top levels. Women should be portrayed in posit ions of 
authority over men and over other women, and there should be no im-
plication that a man loses face or that a woman faces difficulty if 
the employer or supervisor is a woman. All work should be treated as 
honorable and worthy of respect; no job or job choices should be down-
graded. Instead, women and men should be offered more options than 
were available to them when work was stereotyped by sex. 
Books designed for children at the pre-school, elementary, and 
secondary levels should show married women who work outside the home 
and should treat them favorably. Teaching materials should not assu~e 
or imply that most women are wives who are also full-time mothers, but 
should instead emphasize the far.t that women have choices about their 
marital status, just as men do: that some women choose to stay perma-
nently single and some are in no hurry to marry; that some women marry 
but do not have children, while others marry, have children, and con-
tinue to work outside the home. Thus, a text might say that some 
married people have children and some do not, and that sometimes .on_~ 
or both parents work outside the home. Instructional materials should 
never imply that all women have a ":riother instinct" or that the emo-
tional life of a family suffers because a woman works. Instead they 
might i; tate that when both pan,nts work outside the home ther e j s 
usually cd ther greater sharing of the cldld-rearing nc tiv i U f' s or 
relinn'cc on <lay·-carc centers, nursery schools, or otlH'r help. 
The1->e maleri::il s may he r-eprod11<.ed jn whoV: or in part wJthout wr.itt(•n 
perrnif;slon prov ld C; d t.11;1 l each ~;uch reproduc t:lon carr1 f'.S an acknuwJ ctlgrnr:n\' 
to the McGraw-II ill Hook Co1npany. 
l 
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According to Labor Department statistics for 1972, over 42 per cent 
of .ill mothers with children under 18 worked outside the home, and 
about a third of these working mothers had children under 6. Publi-
cations ough~ to reflect this reality. 
Both men and women should be shown engaged in home maintenance activ-
ities, ranging from cooking and housecleaning to washing the car and 
making household repairs. Sometimes the man should be shown p~epar-
ing the meals, doing the laundry, or diapering the baby, while the 
woman builds bookcases or takes out the trash. 
e. Girls should be shown as having, and exercising, the same options as 
boys in their play and career choices. In school materials, girls 
shGuld be encouraged to show an interest in mathematics, mechanical 
skills, and active sports, for example, while boys should never be 
made to feel ashamed of an interest in poetry, art, or music, or an 
aptitude for cooking, sewing, or child care. Course materials should 
be addressed to students of both sexes. For example, home economics 
courses should apply to boys as well as girls, and shop to girJ.s as 
well as boys. Both males and females should be shown in textbook 
illustrations depicting career choices. 
When as a practical matter it is known that a book will be used 
primarily by women for the life of the edition (say, the next five 
years), it is pointless to pretend that the readership is divided 
equally between males and females. In such cases it may be more 
beneficial to address the book fully to women and exploit every 
opportunity (1) to point out to them a broader set of options than 
they might otherwise have considered, and (2) to encourage them to 
aspire to a more active, assertive, and policymaking role than they 
might otherwise have thought of. 
£. Women and girls should be portrayed as active participants in the 
same proportion as men and boys in stories, examples, problems, 
illustrations, discussion questions, test items, and exercises, 
regardless of subject matter. Women should not be stereotyped in 
examples by being spoken of only in connection with cooki11g, 
shopping, and similar activities. 
2. a. Members of both sexes should be represented as whole human beings 
with human strengths and weaknesses, not masculine or feminine ones. 
Women and girls should be shown as having the same abilities, inter·-
ests, and ambitions as men and boys. Characteristics. that have been 
traditionally praised in males -- such as boldness, initiative, and 
assertiveness -- should also be prai':;ed in females. Charactcristic3 
that have been praised in females -- such as gentleness, compassion, 
and sensitivity -- should also be praised in males. 
b. Like men and boys, women and girls should be portrayed ns indcpcnde11t, 
active, stronr,, courageous, competent, <lec.isivc, persistc·nt, ser1ous-· 
minded, and succL'ssful. They should appear as logical thinkers, 
problern-solvl!rS, and dee is i 011 m:ikers. Tlwy should be shown as 
These materials may )le r1·protluccd in whull· or in part without wrllll'n 
pcrm:f.ssion pnividf'cl ~11;1t p;u:h [:JUCh rc~proclucUon cnrrJes an i1cknuwJeclgmf'nt 
to tJw McGn1w-I! i J l Jl(iok Company. 
interes ted in their 1.;ork, purs uing a variety of career goals, and both 
deserving of and r ece iving public recognition for the ir accm:iplisll-
ments. 
c. Sometimes men should be shown as quiet and passive, or fearful and 
indecisive, or illogical and immature. Similarly, women should some-
times be shown as tough, aggressive, and insensitive. Stereo types of 
the logical, objective male and the emotional, subjective female are 
to be avoided. In descriptions, the smarter, braver, or more success-
ful person should be a woman or girl as often as a man or boy. In 
illustrations, the taller, heavier, stronger, or more active person 
should not always be male, especially when children are portrayed. 
Women and men should be treated with the same respect, dignity, and 
seriousness. Neither ~hould be trivialized or stereotyped, either in 
text or in illustrations. Women should not be described by physical 
attributes when men are being described by mental attributes or profes-
sional position. Instead, both sexes should be dealt with in the same 
terms. References to a man's or a woman's appearance, charm, or intuition 
should be avoided when irrelevant. 
no 
is a shrewd lawyer and 
is a striking brunette. 
The Harrises are an attractive 
couple. Henry is a handsome 
blond and Ann is a striking 
brunette. 
OR The Harrises are highly respected 
in their fields. Ann is an ac-
complished musician and Henry is 
a shrewd lawyer. 
The Harrises are an interesting 
couple. Henry is a shrewd 
lawyer and Ann is very active 
in conununity (.£!. church or 
dvic) affairs. 
In descriptions of women, a patronizing or girl-watching tone should 
be avoided, as should sexual innuendoes, jokes, and puns. Example~ 
of practices to be avoided: focusing on physical appearance (a 
buxom blonde); using special female-gender word forms (poetess, 
aviatrix, usherette); treating women as sex objects or portraying 
the typical woman as weak, helpless, or hysterical; making women 
figures of fun or objects of scorn and. treating their issues as 
humorous or unimportant. 
Examples of stereotypes to be avoided: scatterbrained female, fragile 
flower, goddess on a pedestal, catty gof;s ip, henpecking shrew, apron-· 
wearing mothe r, fru~;trated spinster, ladylike little girl. Jokes at 
These materials may be reproduced in whole or in part without wrjttcn 
permission provided that each such reproduction carries an acknowled~mcnt 
to the McGraw-Iii 11 Book Comp:rny. 
a 
women's expense -- such as the woman driver or nagging mother-in-law 
clichcs -- arc to be avoided. 
no 
the fa.:i:. sex; the weaker sex 
the distaff side 
the girls or the ladies (when 
adult females are meant) 
girl, as in: 
check that. 
I'll have my girl 
lady used as a modifier, as in 
lady lawye:r 
the little woman; the better 
half; the ba~_l and chain 
female-gender word forms, such 
as authore!=>s, poetess, Jewess 
female-gender or diminutive word 
forms, such as suffragette, 
usherette, aviat~Jx 
libbe~ (a put-down) 
sweet young thil]R 
co-ed (as a noun) 
women 
the female side or line · 
the women 
I'll have my secretary 
assistant) check that. 
the person's name.) 
(or my 
(Or use 
lawyer (A woman may be identified 
simply through the choice of pro-
nouns, as in: The lawyer made 
her summation to the jury. Try 
to avoid gender .modifiers alto-
gether. When you must modify, 
use woman or female, as in: 
a course on women writers, or 
the airline's first female 
pilot.) 
wife 
author, poet, Jew 
suffragist, usher, aviator (or 
pilot) 
feminist; liberationist 
young woman; girl 
student 
(Note: Logically, co-ed 8hould refer to 
any student at a co-educational college 
or university. Since it does not, it is 
a sexist term.) 
housewife homcmaket for a person who works 
at home, or rephrase with a more 
precise or more inclusive term 
ThesL~ rnaterials may pf! n~prouuce<l in whole or in part wj thout wi-lt:ten 
pcrmJ~;s.!on provi.dc·cl i:hal e11ch such reproduction carries an acknowlcd1~m(•nt 
to Flw McGrLtw-hiJJ. Uook Company. 
cleaning woman, cle aning lady, 
or maid 
The sound of the drilling disturbed 
tl l , iusewives in the neighborhood. 
Housewives are feeling the 
pinch of higher prices. 
name the woman's profession: 
attorney Ell<:"n Smitj:i_; Ji~:!_!ie 
Sanchez, a io11rnnlist or 
editor or business executive 
or doctor or lawyer or agent 
housekeeper; ho~JSe or off ice 
cleaner 
The sound of the drilling dis-
turbed everyone within earshot 
(or everyone in the neighbor-
hood). 
Consumers (customers or ·shopp e rs) 
are feeling the pinch of higher 
prices. 
In descriptions of men, especially men in the home, references to 
general ineptness should be avoided. Men should not be character-
ized as dependent on women for meals, or clumsy in household main-
tenance, or as foolish in self-care. 
To be avoided: characterizations that stress men's dependence on 
women f r advice on what to wear and what to eat, inability of men 
to care for themselves in times of illness, and men as objects of 
fun (the henpecked husband). 
Women should be treated as part of the rule, not as the exception. 
Generic terms, such as doctor and nurse, should be assumed to includ e 
both men and women, and modified titles such as "woman doctor" or 
"male nurse," should be avoidc~d. Work should never be stereotyped 
as "worr.an's work" or as "a man-sized job." Writers should avoid 
showing a "gee-whiz" attitude toward women who perform competently; 
("Though a woman, she ran the business as well as any man" or 
"Though a woman, she ran the business efficiently.") 
d. Women should be spoken of as participants in the action, not as 
possessions of the men. Terms such as pioneer, farmer, and settler 
should not be used as though they applied only to adult males. 
no 
Pioneers moved West, taking their 
wives and children with them. 
Pioneer families moved Wesl. 
Pioneer men and women (£E.. 
pioneer couples) moved West, 
taking their children wilh 
them. 
Thc.~sc m;:itcr ial s may )H; rq>roduc(·d j11 whol~ o r in part without wr Jtten 
pcr.mi[>sion provillt-<l tli.:il c•ach ~;ucll reproduct io n c:ar.ries an ,'lck11owlcclgrnc~nl 
to Lhc McGraw - I! i 11 Jlpok Cu111p<lny. 
e. \..'omen should not be portrayed as needing male permission in order to 
act or to exercise rights (except, of course, for historical or 
factual accuracy). 
no 
Jim Weiss allows his wife to work 
part-time. 
Judy Weiss works part-time. 
4. Women should be recognized for thej_r own achievements. Intelligent, dar-
ing, and innovative! women, both in history and in fiction, should be 
provided as role-models for girls, and leaders in the fight for women's 
rights should be honored and respected, not mocked or ignored. 
5. In referentes to humanity at large, language should operate to include 
women and girls. Tcnns that tend to exclude females should be avoided 
whenever possible. 
a. The word man has long been used not only to denote a person of male 
gender, but also generically to denote humanity at large. To many 
people today, however, the word man has become so closely associated 
with the first m~aning (a male human being) that they consider it no 
longer broad enough to be applied to any person or to human beings 
as a whole. In deference to this position, alternative expressions 
should be used ~n place of man (or derivative constructions used 
generically to signify humanity at large) whenever such substitutions 
can be made without producing an awkward or artificial construction . 
In cases where ~-words must be used, special efforts should be made 
to ensure that pictures and other devices make explicit that such 
ieferences include women. 
Here are some possible substitutions for man-words: 
mankind 
primitive man 
man's achievements 
If a man drove 50 miles at 60 mph 
the best man for the job 
manmade 
humanity, human beings, human 
race, people 
primitive people or peoples; 
primitive human beings; 
primitive men and women 
human achievements 
If a person (or driver) drove 
50 miles at 60 mph ... 
the best person (or candidate) 
for the job 
artificial; f;yn lhcU c, ma11uf i1c·-
turecl; constructed; of human 
origin 
Thcsf' materials rnay be rC'produccd in whole· or in part withoul w1·Jt.tc~11 
permissiun provided t.h;1L 1•:iC'li s uch reproduction carrJes ;111 nck11owlc·dgm1·11L 
to tlie McGraw-llill llouk Coinp:rny. 
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manpower 
grow to manhood 
-~ 
human power; human energy ; w01·~-
ers; workforce 
grow to adulthood; grow to man-
hood or womanhood 
b. The Engli s h langua ge lacks a generic singular pronoun s i gnifyin g he 
or she, an<l therefore it has been customary and grammatically 
sanctioned to us e masculine pronouns in expressions such as ''one . • . 
he," "any'one .. . ]:!.~." and "each child opens his book." Neverth eless , 
avoid when possibJe the pronouns.!.!£, him, and his in referenc e to 
the hypoth e tical person or humanity in general. 
Various alternatives may be considered: 
(1) Reword to eliminate unnecessary gender pronouns. 
no 
The average American drinks 
his coffee black 
(2) Recast into the plural. 
The average American drinks 
black coffee. 
Most Americans drink their 
coffee black. 
(3) Replace the masculine pronoun with one, ~. he or she, he r or 
his, as appropriate. (Use he or she and its variations sparingly 
to avoid clumsy prose.) 
(4) Alternate ma le and female expressions and examples. 
I've often heard supervisors 
sa}', "He's not the right man for 
the job," or "He lacks the qual-
ifications for success." 
I've often heard supervisors 
say, "She's not the right 
person for the job," or "He 
lacks the qualifications for 
success." 
(5) To avoid severe problems of repetition or inept wording, it may 
sometimes be best to use the generic .h~ freely, but to add, -in the 
preface and as often as necessa ry in the text, emphatic statements 
to the effect that the masculine pronouns are being used for 
succinctness and arc jntended to reier to both females end mal es. 
These guidelines can only suggest a few solutions to difficult problems 
of re\.; · :ling. The proper solution in any given passaiJC mw;t depend on 
the cotd.cxt and on the author's intention. For example, it would be 
wrong to pluralize in contexts stressing a one-to-one relationship, a s 
These materials r:i ay be reproduced jn whole or in pnrt without written 
permi s si.on providec.j ~hat each :;uch reproduc tion carries an acknowledgment 
to thE.! McGraw- ll .i :11 jlook Company. 
-9-
between teacher and child. In such cases, the expression he or she or 
either he or she as appropriate will be acceptable. 
c. Occupational terms ending in man should be replacc:.d whenever possible 
by terms that can include members of either sex unless they refer to 
a particular person. 
congressman member of Congress; representa-
tive (but Congress~ Koch and 
Congresswoman Holzman) 
businessman business executive; business 
fi.reman 
mailman 
salesman 
insur-ance 
statesman 
chairman 
cameraman 
foreman 
manager 
fire fighter 
mail carrier; letter 
sales representative; 
person; sales clerk 
insurance agent 
leader; public servant 
the person presiding at (or 
chairing) a meeting; the pre-
siding officer; the chair; 
head; leader; coordinator; 
moderator 
camera operator 
supervisor 
d. Language that assumes all readers are male should be avoided. 
no 
you and your wife 
when you shave in the morning 
you and your spouse 
when you brush your teeth (or 
wash up) in the morning 
6. The laneuage uf;ed to designate and describe females and males shou]d 
tre.:1 t the sexes equnlly. 
a. P;1ralJ cl language shou] d be used for women and men. 
These matcrJals way l>e rcproducc·d in whole or in part wJthout \vri ttPn 
pcrnilssion pi·nv idl'cl I l1<1l r-.1t'i1 ~uc:l1 i:eprotluctJ<;n ca1·r lC.!s a11 ;;cknow-.1 0dg;;wnt 
to the McGrnw-llill JloL>k Comp:iny. 
-man and wife 
the men and the women 
the ladies and the gentlemen 
the girls and the boys 
husband and wife 
Note that _lady and gcntlema~, wife and husband, and mother and _fath er 
are role words. !:_adies should be used for women only when men are b e -
ing referred to as gentlemen. Similarly, women should be called 
wives_ and rnoth en~_ only when men arc referred to as husbands and 
fathers. Like a male shopper, a woman in a grocery store should b e 
called a customer, not a housewife. 
Women should be identified by their own names (e.g., Indira Gandhi). 
They should not be referred to in terms of their roles as wife, 
mother, sister, or daughter unless it is in thes~ roles that they 
are significant in context. Nor should they be identified in terms 
of their marital relationships (Mrs. Gandhi) unless this brief form 
is stylistically more convenient (than, say Prime Minister Gandhi) 
or is paired up with similar references to men. 
(1) A woman should be referred to by name in the same way that a 
man is. Both should be called by their full names, by first or 
last name only~ or by title . 
. . no .. 
Bobby Riggs and Billie 
Billie Jean and Riggs 
Mrs. King and Riggs 
Mrs. Meir and Moshe Dayan 
Bobby Riggs and Billie Jean King 
Billie Jean and Bobby 
King and Riggs 
Ms. King (because she prefers 
Ms.) and Mr. Riggs 
Golda Meir and Moshe Dayan or 
Mrs. Meir and Dr. Dayan 
(2) Unnecessary reference to or emphasis on a woman's mnrital status 
should be avoided. Whether married or not, a woman may be referred 
to by the name by which she chooses to be known, whether her name is 
her original name or her married name. 
c. Whenever possible, a term should be used that includes both sexes. 
Unnecessnry references to gender sh0uld be avoided. 
no 
college boys and co-eds students 
These matc'.rials m:1y lw reproduced in whole or in part without wr1 tlen 
permissJon provid ed th:1L e<iCh such rc~production carr:!.cs nn acknowlcdgrnc:nl 
to the McGraw-l!ill Book Company. 
d. lns ofar as possible, job titles should be nonsexi s t. Differ f:>i1t no~ en­
clatt~re should not be used for the same joq depending on wh e th e r it is 
held by a male or by a female. (See also paragraph 5c for additional 
examples of words ending in man.) 
no 
steward or purser or stewardess 
policeman and policewoman 
maid and houseboy 
flight attendant 
police officer 
house or office cleaner; 
servant 
e. Different pronouns should not be linked with 
tions on the assumption that the worker is always (or usually) 
or male. Instead either pluralize or use he or she and sl1e or he. 
no 
the consumer or shopper •.• she 
the secretary •.. she 
the breadwinner ..• his earnings 
f. Males should not always be first 
nate the order, sometimes using: 
she or he, her or his. 
CONCLUSION 
consumers 
secretaries •.• they 
the breadwinner •.. his or her 
earnings QI. breadwinners •... 
their earnings. 
in order of mention. Instead, 
women and men, gentlemen and l adies, 
It is hoped that these guidelines have alerted authors and staff members to the 
problems of sex discrimination and to various ways of solving them. 
Ttw~e mateda]s tnily b~ rt~ producl'd in whole or in part wtthout written 
pcrmlssion provic.lec.l that f:ach such n~ rroductlon carrlcs ;in acknowlcdgmr:nt 
to the McGraw-ll i 11 Hciok Comp;1ny. 

UNIVERSITY SERVICES 

Thisi;:; is the Commission on the Status of Women's second step in our childcare endeavo r . 
:ci•e3 se f ill out this questionnaire completely--we are trying to find out how many chLLdren 
·,·culJ be ready to start at a childcare facility on the Vanderbilt campus this coming fa ll . 
~~ order t o return the questionnaire to us by campus mail, simply cross out your name on 
the back and write in: Cormnission on the Status of Women, Box 2557-B. Thank you. 
Please disregard the code numbers in parentheses next to the responses. They have no thing 
to do with answering the question. Thank you. 
3. Do you plan to have a child (children) within the next two years? Yes No 
4. How much do you think is reasonable to pay per child per week for childcare, if the 
service were used five days a week, eight or nine hours a day? 
Cost Per Child (.Check one) 
$.01 -
$5.00 -
$10.00 -
$15.00 -
$20.00 -
$25.00 -
$30.00 -
no cost~ ___________ (l) 
$4.99 (2) 
$9.99 (3) 
$14.99 (4) 
$19.99 (5) 
$24.99 (6) 
$29.99 (7) 
or more (8) 
S. Put a check(,/") beside each of the following sentences which is true for you. You 
may agree with more than one of the sentences. 
I need a childcare service that is open (check as many as you want): 
A ___ between 7 a.m. and 6 p.m. on weekdays (Monday through Friday) 
B ___ between 2:30 p.m. and 11:30 p.m. on weekdays (Monday through Friday) 
C between 10:30 p.m. and 7:30 a.m. on weekdays (Monday through Friday) 
D on the weekends (Saturday and/or Sunday) I need a childcare service at the following 
times: SATURDAY:----------------------------------------------------~--------~~--~ 
E ___ I occasionally need a childcare service on weekends 
F ___ I need a childcare service where I can leave my child before work (or school) and 
pick him/her up after work (or school) 
(My working hours are from to and/or my working hours change 
r egularly ) 
r: ___ The times I need someone to look after my child are different from week to week 
because I work on a swing shift. 
11 I need to leave my child (children) with someone at a moment's notice , withouL 
making plans beforehand. 
l ___ I only need to leave my child (children) with someone for a few hours a day 
(generally, less than 20 hours a week). 
J ___ I need a childcare service occasionally and not on a regular basis. 
K ___ Othe r (please specify) 
6 . Please indicate the current ages of those children you would place in a cente r 
sponsored by Vanderbilt in September, 1976 (if the center were to be open by then). 
· l i I :. ~· 
L -
1·· 
... 
- . ' ... ' ( .. 
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NEW ORLEANS, LA. 70118 NOVEMBER 1975 
NEWC01\1B WOMEN'S CENTER NOW A REALITY 
"Woman's place is everyplace," says a 
slogan sometimes seen on bumper stickers 
and metal buttons. 
And now. Newcomb students, 
alumnae, and WO!!!_~.!!.Jn. the .New Orleans 
community have a new resource to help 
them find their special place in many 
areas of life ·but especially in the broad 
and often confusing world of work . 
It's called the Newcomb Women's 
Center, it's housed in part of a remodeled 
cafeteria on the l\'ewcomb campus, and 
it's scheduled for a preview showing Nov .. _. 
_6_, ___ , 
But most important, it stands ready 
to help women of any age determine and 
then attain their career goals, whatever 
they may be. 
A freshman in college may want 
info~m<ti<Jn about the wide range of 
careers that match her interests. or she 
may ask how she can make sure she gets 
into the career of her choice at all. 
Her graduating siskr may desperately 
need to know how to use the knowledge 
and talents she has right now to get a job 
come June. 
And their mother, who wants to 
re-enter the job market or get a college 
degree now that her diildren have grown 
up, may require advice on wberc to go, 
who to see and what to do. 
Now, the whole family can get help 
from the Women's Center. 
Housed in the remodeled second floor 
of Caroline Richardson Hall, Ncwcomb's 
(
·newest asset features the c;\reer planning 
center, along with an art gallery, student 
lounge, meeting roon1s and Qffices of the 
\,J'\ewcomb student government. 
/ . The center comes complete with a 
; dnector a career-planning/women's 
/ studies library. and several non-credit 
' courses which began this fall, says Dr. 
Meneve Dunham, assistant dean of 
Newcomb Colkge and chairperson of UH· 
, Advisory Committee for tht: Women's 
\.._center. • 
~ And it enjoys the full support of 
~lumnac, who raised some $53,000 for 
the ccnt..:r's rcfurbishm1::nt, and the 
enthusiastic w..:kome of Newcomb 
und..:rgraduatcs. 
Tht· career-plan nin~~ cen tn\ goal is to 
lend worrn:n of all a(!l'S a hdp ini•. h;ind as 
thry cntcr the world of work. lk:111 
Dunham notes. 
'"!he n·nl'-'f will hl'lp any student who 
ha~ a11 intne~I in finding a Jf•h . btTllllllfll! 
<i L.arcrr, or votni_•. to graduate schonl," she 
<.xplaim. "and it can aid an ali1n1na who 
feels a need to increase her personal 
options, continue her education, or go 
back to work." 
Center co-ordinator Shirley 
Scritchfield, a sociologist who specializes 
in career planning, is available to advise 
individuals about career options open to 
them 
"Ever since the day I got to the center, 
I've been doing informal counseling," 
says Scritchfield, who comes to Tulane 
from Ohio State. "I've covered everything 
from careers to coursework to the general 
concerns of being a woman." 
Such advice is long overdue, believe 
faculty and student members of the 
advisory commit tee. 
"French literature, for example, may 
be marvelous, but someday a French lit 
major may be divorced with two kids to 
support," says Dr. Joan Bennett,assistant 
professor of biology at Newcomb and a 
faculty member of the committee. 
"She needs to know the various job 
options that may be open to her," she 
adds. 
Dr. Bennett, who teaches a course in 
"Biology of Women," points out that 
programs offert~d by the center can help 
prepare students to cope with such a 
situation as well as aiding alumnae who 
may find themselves in need of- but 
unprepared for .. a mentally and 
.moJ)etarily rewarding job. 
Committ~e member Wendy Delery, a 
'75 graduate of Newcomb who was 
vict'.-president of the student body and is 
currently attending Tulane's School of 
Law. belit'ves the center can help almost 
every undL·rgrnduate. 
"l can't thi nk of anyone in my class 
(Continued on P:ige 2) 
"EMERGING V/01\tlAN" 
FORUM F'OCUS 
A four-day symposium on "The 
Emerging Woman," including talks l::y 
nationally-known speakers. a discussiu 11 
of single lifestyles, a ca~eer wor~shop, 
and an . informal preview of l'icwcomb's 
new Women's Center, is slated for Nov. 
3-6 , marking the third annual Newc<Jmb 
Women's Forum. 
Launching the event Mon':l ay ni?.h t 
will be Dr. Phyllis Chesler, psycco!or,ist 
a nd author of "Women and ~ladncss." 
Dr. Chesler will speak on ' 'Tr.e !.::meqz111g 
Woman," discussing new dir ectio:1s fo r 
women today in a session ;.la tcd ~o b~gin 
at 8 p.m. in Dixon Hall on the Newcomb 
campus. 
Tuesday evening, career discuss10n 
groups will meet at 7 :30 p.m. ir, the 
University Center. The gro ups, which 
include law, business, m edia ard 
advertising, medicine and allii.:d tie;i lth 
fields, and science and <mgilier:nng, will 
be led by four or five prominent wonrn 
from each professional area . 
Single wome11 and the ir va ; ving 
lifestyles will he the topk of c'.i:·:•~s;i0n 
Wednesday night .a5 four s111~dc wti mcn 
talk about their e.xpcrienccs dt1n ng a 
seminar scheduled for 7 :3 0 p.111 . in the 
lo bby of Josephine I oui~c dn1mit.,ry •jn 
the Newcomh campu~;. 
The panrl , modc:·ated bv Dr l"k 11cn· 
Dunham. assh.tant d1·an of Ncwc;Ji 11 b will 
include Georgia Bi1.ios, a !':1culty 1nc;rihcr 
of Tula ne's School of A1rhilcdll i l' wlw'~ , 
y oung, sinf'.le and lives a\o fl •:; [kth 
(Continued on Pa~'.c :1) 
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.. 
Datt: April 3, 1974 
To: 
Vice Chancellor Purdy 
From: 
Office of the Chancellor 
Subj (c/: 
.. 
Following up the discussion of women's athletic programs 
held at lhc SEC mee tin gs in New Orleans, March 6, at a minimum we 
need to cons ider three thi n g s: 
(l) Do we wish to ask our own Commission on the Status 
of Wo1nen to exa mine women's athletics, in all its varieties, at Vanderbilt? 
(2) We need to get the facts with respect to our women's s,ports 
?rograms : s ources of money, levels of support, cases, if any, in which 
opportunitie s a rc difi'erent fron• those of men, instances in which general 
institution~d n10ney go es to s upi)ort men's and women's athletic activities, 
conC:itions under which gate receipts from intercollegiate sports support 
. m en's and worncn' s a th le tics, equality oi facilities, etc. 
(3) Should you not launch the analysis of the latter? What do you 
th ink of the former? 
.. 
• 
· I have several pages of notes from the New Orleans discussions 
reflecting to some extent how other SEC institutions are tackling the matter. 
A.H. 
lmt 
c. c. 
. 
Vice Chancellor Kah:.dis 
• .
• 
4/8/74 
(1) co:.~.;1ss1m-: GI\ THZ ST/'.TCS OF WO~';r:::-.J 
l rni0i1t be apprehensive of asking the Commission on the 
Status of Women to study women's athletics, not knowing the 
philo~o1>hy of that group ir. this regard. You would have a 
better feel for. this than I. A low key report that was 
financially expedient r,1ight ease the pressure. A renegade 
re;?ort recorrunending a women's intercollegiate program com-
parable to the ~en's program would be a rallying point for 
the ~ore vociferous advocates of women's athletics. This 
w~ s~.ould avoid. 
(2) FJ\CTS o:·: \·:o;-11-:r-: 's SIJOI<:.fs 
(a) 3 Int~amural S?orts are offered women exclusively. 
Thi:. corrr;1ares to 16 for men. 
(b) 2 Cluo Sport:s (swimming .'.lnd tennis) had only 
women participants. This compares to 2 (Lacrosse 
and Rugby) that had only men participants. 
(c) 12 Club Sports are offered coeducationally includ-
ing soccer. 
(d) 1\11 ?hysical education classes are offered 
coeducationally. 
(c) The viomen' s Swirr.ruing and Tennis Club teams compete 
against other S.E.C. Club teams in these sports. 
(£) tiJornen arc eligible for intercollegiate athletics 
and may compete with men for positions on inter-
collegiate te&~s where they have the physical quali-
fications. This would be primarily in the sports 
of golf, swirrming and tennis. 
(3) l;-Tl'~ANCI:\C OF WOf-IEN 'S SPORTS 
Wo•.wn' ~ .'.lthlccics on the Intramural and Club Sport basis 
are financed from general institutional funds--the same as 
are men'~ athletics on these levels. Coeducational activities 
on the Intrurnural and Club Sport levels are similarly financed. 
Intercollegiate S?Orts whether all male or coeducational 
ar~ financed from gate receipts. 
( 4'; Q'."">~\)''r"r· J','" DJT·"FFn.r.~:r.1··s -· -'· _.,.J.l ,, . .... .. '--'·'-_~_ .. _ • . _. 
Tlw p.1..·incipal dl..;.:fcr-cntial in opportunities for women and 
rn~n in sports is one of scnolarship aid. At the present time 
scholar~hip aid is being granted only in football, basketbnll 
&nd basebail. Were scholarship aid available in golf, swirn-
ruin6 an<l tennis it would be awarded to the best athletes in 
orc!er to win, and those athletes would be men. 
Other than scholarship aid women share budgetary allocations 
with men on an equitable basis. 
... 
• 
(5) GATE RECEIPTS 
Gate receipts support only intercollegiate teams that play 
uc1.de r S • .C:.C. and N.C.A.A. rules--not women's teams nor men's 
teams, but just teC1111s. Women are eligible for these teams if 
they have the athletic ability. 
Gate receipts do not and cannot support additional activities. 
(6) F1\C ILITISS 
Memorial Gymnasium and Swimming Pool are open to both women 
and men. 7his is also true of the tennis courts. Women have 
t he sole use of Wesley Gymnasiu.~. 
CLAY STAPLETON 
4/8/74 



